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... A MESSAGE FROM THE SECRETARY OF LABOR

Neu

The Decade for anen, 1916—1985, has beex: a time of change and challengs -
in our Nation's labor forée. The explosive inérea®: in the mmber of
women in the -paid labor forcs has had a tredéndous impact ‘on our soclety.
Whatever the reasoys for this growth, it comes at a aritical time, Steep
competition in a global econwmy has challenged our Nation's capaocity for
efficient -production. To’ oompete, ow Nation must mzke full-use of all
its human resources, .That means’women must have un oppertunity to
_comtributs in every oooupatd,on and at every level of buainess, industry,
“and govermmert, -8

hd -

Lo oy

Today, there are vast: numbers of wasen who%e talents and capabilities are

untapped. We can® do betber--as a goverment, as a Nation, Within the

United States Departnenb‘ of Labor I count on the Womea's Bureau to help

us assure that the poliocy -and programs of the Department properly addreas
- the negds of women' iy the labor’forog,. }

.

We must assure that: woman see the full measure of their talents
recognized in -every aspect of society. We must do that because ii; is
right and-bscause we cannot have a truly strong and secure Tutlre unless
all our citizens nave an epperb..._. ¥ ‘to mntribute, grod, and ahare in
its rewards.
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. The oulm'nation of the Inited Nations Decade ror Women offers yet
l another opportunity to assess the sbtatus of women in the U,S. labor

force,, .The Dirade- from 1976 to 1985--also has afforded cpportunitiea

for peop.« around the world to perceive a, global view of the roles of .

women and of thelr participation in the activities of their respective

nations, “his special foous has precipitated the sharing,.of ideas and
experiences as well as expertise and. strategies--all to enhance the

poaition of women by improving their employment and economic welfare. . ¢

~ The ¥Homen's Bureau hag had a continuiug gonecern about the employment
opportunities and economic,welfare of women for 65 years nov, and we are
fu espeoi&ly pleased to have had a_role in the series of cvents which \ *
- focused attention on the status of women, beginning with International {
Women’s Year {(i¥Y) in 1975--a forerunner of the Decade. We recall alsd’ o
the Y World Conference in Mexico City, Mexico, in Jung of that year.. : |
; ’ Thén there was the U.S. (national) meeting in Houston, Texas, in November |
1977, preceded by public meetings in the 50 States, the District os J
Columbia, and severil territories. At midepoint in the Decade, the
Yomen's nureagya reviewed the economic roles of U.S, women, policy develop- : !
ments, and contributions of nongovernmmental organizations, and presented
that report at.the U.N. Mid-Decade Conference in Copenhagen, Denmark, in
_ y July 1980. And now this report, prepared for the end of the Decade World
¢” . " Conference in Nairobi, Kenya, in July 1985, consolidates developments
. that have ocoux'red 4in the employmént of women &hroughout -the Decade. . .

This report takes a look backward to as»pas’the progress women have
nade, and it takes a glance forward to constder how we might contidue to
build on those gains--gains that are defined not only in terms of.statis~

s tics and polinies and programs but also in terms of the contributions of
organizations and institutions, labor and management, and governiaent at
- . all levels-~all working independently or in partnership on countlesas
JERTIN W et‘t‘ozats. Al though this report on the employment of women is separated
sy T into six mejor parts, the sections are interrelated and must be viewad as '-
‘ a whole in order to arrive at a composite of the changes' that occurred
during thq Decade for Women, Still, the effects of weaen's gaihs--or,
_ thedr ack of progress in soae &reas--axt.end far beyond the soope ot‘ this
report. o .

As“the United States and other-v, N.- member countries avound the' globe
climax this special 10~year emphasis, we shall not, howewer, bring to &
"alimax our policies and programs that are effective in moving women

*  oloder toward the goal of employment and econcmiv security. We in this
country shall continue to awek effective’approaches toward fulfilling the

:‘




wnrld and natiqnal plans of action which advocate that amployment oppor~
tunities shou],d be accessible to all women who are able to work and who
want to work.  Indeed, we shall continue our effortsﬁokard the goals
irherent i., the mandate issued to the Womén's Bureau by the U.S. Congress
moPe than six depades a That responsibility, in effect, is to promote
opportunities for woma's profitable employment and to assist women ia
pursuing thosé options that lead toward‘economic well-being for
themselves and their families. We believe that this report not only
reflects evidence of progress in that direction but also provides
. .insights into the need for new initiatives toward reaching that ultimate
goal of. full access te training and employment opportunities 'as well as
to related support serviees, such as child care.
- We are pleased to share this report, and we hope it contributes
toward a better understanding of the many aspects of women's employment
in the United States. . . 4

Voo Bl -

LENORA COLE ALEXANDER
Director, Women's Bureau,

- .
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A DECADE LAYER: SUMMARY OF DEVELODMENTS

]
a

" Tho exploynant developaenta that transpired during the Decade for
Vomom, 1976-1935, characterize that poricd as a tice of change~~not only
for sczen working or seceking to enter the lator force but also for in-
dustrial processos and businoss operations. Women provided a pajor
soures of labor required for the produaction of ~-goods and services to
aonozzodate an oxpanding popdation. At the same tire, new technology,
especially cocaputer-based opsrationsz, increasingly changed the tradi-
tioml prosodures and proceszes throughout most industries and ofPices in
tho Nation., There also was a shift awoy from & doairance of eaployront

in manufacturing, partioularly heavy industries, to moere rapid expansion
in aorvices of all kinds. \'

Vaile thero were singular achievezents denoting Lirsts for women--the
firat fezale astronaut in tho United States lsunchéd into space and the
firat wooan sppointed to fho §,.S. Supreme Coixrt are examples--as a greoup
WeeR rado nodoat but gignificant progresa.during the Decade. Further,
thers were a number of prociaing trends indicating continued and.perhaps
rore.rapld progrecs in the ceaing yeara. h .

Ezployment of wWemen progressad bath in terms of numbers working and
in the quality of Jobs accossible. Wemen wera abke to conselidate gaina
attributable to nony factors; among them, the creation of new Jobs in the
ceonemy, higher educational attaicoent and more adequate tralning thaa in
tho past, and the cffects of laws and regulations enmacted earlier as well
a3 durdng the Dacade. : T -

. e 2 4
¥omen contributed more than 62 porcent of the tdtal growth of the
U. 5. eivilian labor force batweeon 1975 and 1954, as their mimbera ross
fron 37 nillicn te 50 oillion. By 1984, 5% percent of all women 16 yoars

of agc and over wcro working or looking for work. In the peime working .

tce group 25 to 54, nearly 70 porcent Word in the lebor forde. The
female laber force grew more diverae in igs™race/ethnmic compoaition. In
T addition ¢ whils, Dlack, and Hispanioc women, .more than 2 millicn
aincoritien, nmainly of Asian demcont and including recent immiprants and
refupecs, wore in tho lator fores at nid-Decads in 1980. .

A larps roportion of wasen entering the labop force Joined the ranks
of other wonen lp traditional occoupations in which moat women have
worked, for oxanpls, olerical work, nusing, teaching belsy the college
lovel, and apparel sales, * Bub women alsmo increased thefr prdsence in the
nontraditionad areas of worlk,; partioularly in management, profiesaions
such as law and englnocring, police protcotion, and the skilled tradea
including carpentry and astomobile mechanies.
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Increasing numbers of women werd attracted to options in busilless
ownership. Supportfed by national poliocles developed to encourage
expansion of businean opportunitiﬂs Yor those-with limited experience
and/or capital, more women \?iewed entraprenewahip as a viable economic
opportunicy.

- -

In education a number of proaising trends were evident, Overall, the
educational attaimment of women continuwed to prise th'roughout. the Decade.
Moro specifically, fewer ¥oung wemen dropped out of school before
obtaining a high school diplema, Furthermore, increasing proportions not
only graduated from high school but continuad on to college. Wazen now
account for more than half of the enrollments in institutions of higher
education. HNo longer are virtually all college women focuaing upon the
traditional ficlds like education and home economies, they are broadening
their carsor horizons to include the fields of business and management,

redicing, and the physical sclences, among others. More women,also %4re
" pursuing advanced degrees. While most dootaral degrees earned by women
are in traditional fields, the mmber awarded to women in.nontraditional
arsas.continues to inorease. A3 a pt‘erequisite to diversifying in their
fields of study in college, young women in high aghool ar?’studying more
mathematies, chemistry, "and related courses than in the past. All of
these educational developments are viewe? .. very positive slgns because
woman'!s employment status in the United \\Statea is ai‘feoted greatly by
their educational attalmment. i

Another side of the uduocational and training picture, however,
relates to rapldly changing technology in the workplace, oreating new
Joba while others become obaplete. Obviously this raises implications
for educational processzes in institutions that prepare people for Jjobs,
. and points to the continuing need for training and rotraining workers.,
The largs mmbora of women in olerical and other administrativessupport

oc¢cupations are espocially affected, but computer-based technologles for
" information procasaing as well as for mechanical operations are having
far-reaching effects throughout moat industries and many occupations,

Wotion workers did not attain earnings pardty with theif male counter-
parts during the .Decade, but the earnings gap between women and men who
worked at full-time jobs year round narrowed by 5 percentage points
batween 1975 and 1963. While there are a mumber, factors affeating ths

earningy digferential, there ia general &z cement that women's lower

carnings are attributable, in part, to their concentrited employment in
the lower paying industries and ocoupdtions. As inoreasing numbers of
.wonen disperse into joba that offer higher pay for higher levels of

akills ang responsi,})ilities, Vn"e’ earninga q1fgerential is expacted to

shrink further. ‘
. L] \ ]

Among the l::aht notable trhnds in tho employnment of women was the
drahatio rize in the number of working mothers-~both single and married--
reaching nearly 20 mﬂlmn in 1988, Most employod mothers worked full
time. ever when their younmst child was uider 3 years of age. It is

oleax‘ that both the married mothers in‘husband~-wife families. and the
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single mothers who have sole responsibility for the ecénomic wel fare of
their families reed the support of child care services in order to carry
out their 9mmiment to responsibilities at home and in the workplace,

A signifilcant- number of gotions were taken to respond to the increas~
ing child cure need. They included: the White House Private Sector
Initiative t.E encourge corporations to take a lead role, a number of
regional an
greater publie avaraness and greater involvement of employers, enmactment
‘of tax incentives for employer-provided child care, advocacy efforts as
well as services by nongovermmental organizations,“and various forms of
support from unions and individual employers.

The number of women who sfaintain families (10.3 million in 198%)
continued to increase during the-Decade. The proportion in the labor
force also increased-~from g% pércent in 1975 to 61 percent in 1984.
Yet, the general &}a{aoteris ics of marginal earnings and high unemploy-
ment among women who maintain families account in part for the fact that

almost half of all poor persons live in famjlies headed by women. This

complex issue continued to be addressed on several fronts.

The Women's Bureau initiated a nmumder of experimental training and
employment programs to agsist low income women and others who face
distinctive barriers to employment, including rural women, single heads
of hougeholds, female offenders, minority women, displaced homemakers,
teen women, and mature women, Clearly, low income/poor Women are re-
flected among all these groups. The projécts developed for these seg-
ments had'the two-fold objective cf increasing ‘the base of knowledge.
about speoifit néedz and demonstrating better tachniques in neeting thosze
needs. There was awareness, however, that permanently effective means of
opsning better johs to women must i{nvolve working with employers in
changing their polioies and systems to be more attuned to the capabile
ities as well as ngeds of women workers. Thus, in addition to activities
addressing the concerns of selected groups of women, the Bureau advocagted
% nstitutional change and the need for established service deliverers to
maximize the opportunities they provide. . .

Research studies initiated by the Women's Birean during the Décade
were designed also to find answsrs fo.juestions absut effective waya to
improve opportunities for woven in various employment pituations. 7The
results of the ressarch, baing completed near the end of tha Decade, will
be used to develop polioy positions and to recommend legislation and
progras that address women's employment and training ngeds.

A number of major laws affecting the employmont of women wers on the
‘books prior to the Decade for Women, There was a nsud,, however, to
clarify the appiication of the law to certain situations. Amencments and
guidelines clarified polioy relating to appyrenticeship, pensions and
soolal socwrdty, diserimination agafnst pregnant workers, child care for
working parents, and sexual harhssment, among ot%ther areas. A major
acoompl ishment was the systematic review by Federal agencies of the
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entire United Statecs Code and regulations to identify any instances of
sex discrimination. Many States took “similar action.

Nongove”mental organizations continued to play a signif‘icant role in
improving employment opportunities. There was a trend tow .rd the forming
of networks and the coaleacing of orgamzations to work toward similar
goals. But whether the groups Worked independently or in partnerships,
the diversity of' nongovermnental activities at the lccal, regional, and
national levels of U.S. speiety resulted in 3 wide range of approaches to
assist women., Whils some organizations provided direct services such as
child care, others played an advocacy role to give visibility to an
issue, such as the concerns of displaced homemakers, and to urge that
concerns be addressed.

’ ]

This review of women's employment a decade later points strongly to
the importance of concerted efforts by all sectors of society--employers,
unions, educational institutions, nongovernmental organizations, govern-
ment"at all levels, and individuals, Their activities in response to
changes in the lifestyles of women and of their famjlies and to changes
in the job market have helped to facilitate the entry of women into the
labor force and into jobs of increasingly higher skill, responsibility,
and pay. From this perspective, and based on promising educational and
occupational trends, employment prospects for ~wome\ n in the United States
are encouraging. : )
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Part 1. ECONOMIC ASPECTS

¢

OVERVIEW g

v

r

Perhaps no other social change has had more far reaching implications
for the U.S. society and sconmmy than the dramatic inerease in'the labor
force participation of women. During the 10-year period between 1975 and
1984, the civilian labor force grew by 21 percent and women contributed
more then three-fifths (62 percent) of this-total growth., As a result,
the proportion of the Nation's labor force comprised of women rose from

* 40 to 4l percent over the period. - "o T

‘The nuierical growth in the female labor force, however, is not an
acourate gauge for measuring the proarfesa of women over the Decdde.
Trends in their employment in occupations and industries, their training -
and educational attaimment, earnings, and family responsibilities are

-among the factors that must be analyzed in order to present a complete
picture, \ * - -

X

During the Decade, more and more women turned' toward occupations that
long have bsen the province of men, Women increased their presence in
executive, administrative, and managerisl ocoupationsy in nontraditional
professions such as engineering; and in skilled araft and precision pro-
duction jobs, such as electricians, JIndeed, these occupational cate-
gories generally oommand high wages for the high level of skill and
responsibility required, and thus suggest progress for women, On the
other hand, women remained highly concentrated in major occupational
groups that historically have been the province of women, such as cleri-
cal and other -admiuiatrative support jobs. .

Inereasing numbers of women considered business ownership as a viable
career opportunity and worklife option, Female operated firms increased
at a greater rate than male operated businesses. However, women's firms
remained largely in the traditional areas of retail stores and personal
services--businesses of the type and aize that ,produce low net incomes,

Although there was a flight narrowing of the earnings diffegential
d_gring the Decade, women workers did not approach earnings parity with,
men,- even when they worked in similar occupations. In 1975 the mediah
earnings of women who worked at full-time “jobs throughout the year were
59 percent of the amount that similarly employed men earned. In 1983
wonen earned 64 peraent. Deapite. this promising trend, women remain
employed, to a great extent, in jobs that yield relatively low earningg--
generally. in lower paying industries such as clothing manufacturing; in
the lower paying .professiona such as teaching; and in the lower paying - .
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se‘rvic_’:e .and cierical-_type Jobs. This trdaditional pattern of: concentra-

tion In lower paying qccupdtions and industries still persists even
though women workers, on average, have completed about the same number of
years of school as men. Increasing numbers of women are completing high
school and going on to college. In fact, women now account for more than
half of the enrollments in institutions of higher- education.

The number of‘ womem who maintain f‘amilies alone continued to rise,
2long with the number of both married and single working mothers. Re-

. sponsibility for the economic welfare of families, which so many women

have, obviously contributes to the poverty among female-headed families,
Characteristics of women workers who head families include higher un-
employment, lower educational attaimment,. more dependent children, and
lower earnings when compared with other labor force groups, and explain
in part the high- incidence of poverty in families maintained by women,

A record number of mothers--close to 20 million~-are workers today.
The dramatic increase in the labor force participation of mothers implies
. that the need for child care has increased, and underscores the reality
" of child care as a major concern of working women., By the time the

youngest child was 3 years old, n@arly 60 percent of all married.mothers -

were in the labor force in 1984, Furthermore, most of these employed
mothers worked full time, . -
. These highlights reflect some of the int‘ormation in Part 1 and in the
Appendix tables. They indicate trends and developments that occurred

during the Decade, and provide some insight into the economic aspects of °

. women's employment in the United States,

L]

LABOR FORCE STATUS . - i

_The Decade for Women began with an economic recovery that lasted
until mid-Decade in 1980, when it was cut off by a recession, quickly
. followed by a second in 1981-82 that was the most severe since the Great
Depression of the 1930's. Duging the first half of the Decade,.the labor
force participation of women increased and women'!s unemployment rate
dropped. In the second half, women's population, labor force, and
employment continued to expand but at a slower rate than during the first
half,” " The rapid influx of the baby boom generation into the working age
popul'ation slowed, -and women's unemployment rates rose as a consequence
of the two recessions in the second half of the Decade, Still, the
number of empl oved women continued t‘.oigrow.( ‘

The number of women age 16 and over :Ln the civilian labor force
_(working or looking for work) increased froa 37 million in 1975 to almost
50 million in 1984, accounting for more than 12 million of the total
growth of nearly"ac miilion U.S. workers. As these gains were made, the

. labor force participation rate for women.(labor force as a percentage of

populationr ingreased i‘rom 46 percent to Slm)ex'cenb. .

~w -'j‘._ I‘

-.8'-'

2 - 19




-

N ’
. &
\\ Py
N . PERCENTAGE CHANGE IN EMPLOYMENT STATUS
\\ 1075-84 .
' —_— ~100.0
\\ : - 80.0
. - 60.0
, : ) . -
. 40.0
) 22.3 B8 . X
i 2.7 K3 X - 20.0
AN :‘0‘0 7.7 8.8
\\ R : . L g
\ TOTAD - TIVIL UEPLOY ‘
\  FORCE EMPLOYMENT ~
\

o b e .
; \ | .
:SOLRC ¢  BUREAU OF LABOR STATIST!CS.'\N{S\. DEPARTMENT OF LABOR.

A

Women's hnemployment rate

s flutkuated during the Decade paralleling

the business gycle,

womdn peaked at 10.3 pe

During the second half, the.unemployment rate for
rcent in.December 1982, subsequently falling to

-~

7.6 percent in.1984. The unemployhent rate for women is usually higher
than for men, and the gap between tham tends to widen during periods of
econonic growth alrgd. to narrow during perioﬁiz of retrenchment. Between
1970 and 1981‘, the female unemploynent rate \\avgraged 1.5 percentage
points higher than the male rate. In 1982 duringhthe recession, however,
the gap not only narrowed, it reversed when the gle unemployment rate
(9.9 percent) exceeded the female rate (9.4 percent) for the first time.
With the subsequent recovery, the relationship between the unemployment .
rates of men and women'reverted tQ the original configuration when the
unemployment rate for women again became higher than that for men. Part
of the explanation for this phenmmenon is that the re essionary impacts
were felt primarily iy the male~dominated, goods-producing industries and
with the recovery thése industiies have become less labor intensive, con-
tributing to the continued closeness of the unemployment rates -for women'
and men, Women, in contrast, were concentrate@ primarily. in service-
broducing industries where the effeat of the recession was i\ess severe .

and men also were obtaining J8bs in that sector. (Seé Appendix\gjatile 1.);

Between 1975 and 1984, shifts in the industrial distribution of
employed persons in the United States continued toward service-producing .o
industries, The highest growth industries numerically were services;
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wholesale and retail trade’? gnd finance, insurance, and real estatg,
These industries also accounted for the largest absolute increases for
employed women. Further, the rate of employment growth for women exceeded
the total rate of cmployment growth in each of these industries.

Slower growth occurred in manufacturing, construction, transportation
and public utilities, and mining, while employment in public adminisfra-
tion remained relatively stable., The rate of employment for women,
however, grew more rapidly in thege sectors than did the rate of total
employment. Women in mining and construction registered the largest
percentage increases, when compared with total employment growth, though
their actual nwbers remain small. Nonetheless, women still remained
concentrated in industries where they have been traditionally employed,
About two-thirds of all women work in the service and retail trade in-
dustries and in State and local governments, while only about 1 in 6
works in a goods-producing industry. )

. Slightly more than 3 percent of all workers in the Unlted States are
employed in agriculture. Although tl‘te nmber of persons in this industry
declined somewhat since 1975, the number of women in agriculture grew.
There were about 654,000 women employed as farm workers in 1984, repre-
senting 20 percent of .all farm workers--an increase from 17 percent in
1675. Only about 1 percent of -all women workers, however, were employed
in agriculture. (Appendix table 2 is a source of further data on recent
trends in the employment of women in various industries.)

Occupational Trends o .

A significant change for women during the Decade was their increasaed
representation among the executive, administrative, and managerial ocou-
‘pations. Whereas in 1975 women constituted only 22 percent of this
group, by 1984 the female share had risen‘to 34 percent. Women still
were underrepresented in comparison with their overall participation in
the labor force,

In occupational groups, such as certain professional specialties,
technical Jobs, and sales occupations, the proportion of women workers
mirrors their proportion of the total labor force and ircreases for women
about matched the increase for women workers as a whole, Although these
major occupational groups appear rather sex~neutral, great variations
occur at more detailed occupabional levels. For example, about three-
fifths of ‘women in the professional specialties are nurses and teachers
below the college level.

-
»

Puring the Decade there was very little change in major occupational
groups with very high proportions of women~-secretaries and private

-household work. Even today, 98 percent of all secretaries are women,

Private household work, however, continued to decline as a source of
employment, especially for young black-women,

=10 =
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(See the section on "Women in Apprenticeship" for additional data on
progress made by women in the skilled blue~collar trades. Also, Appendix
table 3 provides data for 1975 and 1984 on the proportion of uqmen
wox'kers in the major occupational gZroups.)

A review of the detailed otcupations that women hold within the major
groups provides better insight into changes that have occurred in recent
years. For example, of the 20 occupations|in which most women worked
during the Decade there was a dispérsal of woaen among a wider range of
occupations, but most women continue to be employed in the same tradi-
tional jobs, Within the list some occupations, such as assemblers,
packers and wrappers, and foad céunter and fountain workers, have de-
clined in number, while others Have dropped from the list because of
changes in manufacturing processes and the movement of some industries
offshore. (See Appendix table 4.} -

Secretarial work is still the largest occupation of women, just as it
was at the beginning of the Decade. Typing, bookkeeping, and other
office clerical work remain options for many women. A brief discussion
of how these jobs are being affected by new technology is in Part 6,
Future Directions, under "Training Needs." A sign of progress of wemen
moving into nontraditional employment is the addition ol aceounting and
auditing among the 20 leading occupations of women, Women were 41 per-
cent of all such employees in 1984. Another sign of “women's expansion
into the full range of occupations is the fact that in 1976 more than
half of all employed women were in the 20 occupations, as of 1984, 46.5

percent of all women wWere in these jobs. ‘

_ In general, women's ocoupational patterns change slowly, The employ-
ment patterne of womsn in 1978 indicated that for the first half of the
Decade only 9.9 percent held traditionally male jobs, 21.1 percent. held
Jobs that are not sex stereotyped, and 68.5 percent held jobs dominated
by women, based on 420 detailed occupations. A similar estimate of
women's employment in the 514 detailed occupations in the 1980 Census
shows_much the same pattern--9.5 percent in male-~-dominated jobs, 21
percent in sex-neutral jobs, and 69 percent in female-dominated jobs,
A look at some of the detailed occupations provides some oclues. Since
1980 the lower proportions of women in some nontraditional jobs in the
manufacturing sector suggest that competition frop international trade
and the recent receasion caused th® loss of some of these Jobs as work
foroes were reduced, and they may no§ have been reemployed in the same
kinds of work. Examples, shown lin the table of selected detailed
ocoupations, include assemblers, production testers, and electrical .and
electronic equipment repairers. (Sed Appendix table 5.)

On the other hand, women have oon%nue_d to make inrcads into the non-
traditional jobs. Exampleg are lathe and turning machine operators,
optical goods workers, police*tnd detectives, econcmists, architects, and
engineers, among many others. Again, where women have been traditionally
employed, they have retained their majority and, in some cases, increased

- -1~

2 >

.

-



~

their virtual monopoly in occupations sucH a.; apparel sales workers,
registered nurses, and financiel records processing ¢lerks. ,

- . -~ ‘

A

. American working women do not earn as much as yorking nen. Using
year-round full-time workers as the basis for comparison, a woman of age
25 or over with 4 or more years of college in 1983 earned 64 percent as
much as a similar,man. In fact, she did not receive'as much as a man
with a high school diploma. This relationship has reémained essentially
unchanged over time. Some of the explanations of this are that women

enter and leave the labor force more frequently than do men, resulting in .

less work ewperfoncs; wonen®s educational attaimment and skills training
are not equal to men's; and women and men are concentrated in different

occupations that pay differently. . ~ |

Recent research has been trying to explaih why earqings differences
should persist when the educational gap between wcmen and men has shrunk
and when there are more women than ever bsfore working full time and year

“round. After all measurable variables are included in an equation on

earnings differences for women and men, the variance that cannot be ex-

plained is attributed to unmeasured fagtors such as discrimination,

personal attitudes, or quality of education, . :
. . ]

Another important issus is the pay differential betyeen men and women
in the same or similar occupations. Although the mdle:;-remale earnings
ratios vary considerably among occupations, uoments Sérnings rarely ap-
proach parity with men's even in the same ocoupational group except in
those with nérrowly defined skill levels within the e eatablishnent.
Further, in cccupations that are traditionally female,” such as most
clerical Jjobs, men's earnings have been consistently h
earnings. v - Lo

In 1980 the largest earnings gap ocourred in salps occoupations, in
which women earned only 49 percént of men's salarieg. - In 1983 women
sales workersa! earnings were only 55 psrcent of meril'a earnings in the
same field, One explanation for this is the diffefence in areas of
sales; that is, men are more likely than women to be sslling expensive
items such as cars, large appliances, and jewelry, and thus make larger
comaissions, whereas women are largely employed in ssles of nondurables
like apparel and food products., Almost a third of the men in sales but

less than a tenth of the women sarned 3503 or more per %ueak in 1983.

tions, thelpr salaries in relation to men's have remained stadble since
1970. Though wemen are a mall proportion of.laborers, they have the
lowest wage differentisl-~76 percent in 1980, Next to laborers, salaries
of womeli in professional occupatibns are closest to those of men--66
cents f'or each dollar earned by men, (Additional data on earnings dif-
ferentials are in Appendix tables 6 and T.)

Despite an increass in the proportion of women in %anagerial occupa~-
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CHARACTERISTICS OF WOMEN WORKERS

Racp/Ethnic Composition

The sceial and: cultural diversity among the various racial and ethnic
groups is mirrored in the labor market experience of women. Histori-
cally, dlack and some other minority women have baen more likely to work
than white women. However, over the Decade, the labor force pariicipa-
tion rate for white women grew much more rapidly than for minority woaen,
and by 1984 ‘there was 1ittle difference between their overall participa-
tied rate--53 percent and 55 percent, respectively. {(See Appendix table
8.} The rapid inerease in labor forcs particlpation of white women
oocurred nainly among 25 to 49 year olds, the primary childbearing and
fanily-forming years.

”1 - ' ’ - - L]

Black women made advances in many socio-scondmio areas over the lIast
decade. A decade ago, well over half of black women had not finished
high school; by 1984, only two-fifths had not completed high school. °
However, despite their increasing educational attaimment and their strong
and continued labor forcs experience, black women are still more likely
than wvhite women to be unemployed, to be in low-paying Jobs, and to
account for a larger proportion of the poor.

Black wemen of working age (16 years and over) numbered 10.7 million
in v5%%, up from 8.7 million in 1975. About 5.9 million of these women,
or 55 percent, were in the civilian ifabor force--an increase since 1975
when only 11.2 million black wosen, or about 49 percent, wene workers.

Except for the two recessions in the early 1980's, the tmeuployment
rate for white women has declined since 1975, while the unemployment rate
for black women has contingéed to rise, 7The nmber of unemployed hlack
women grew at a faster rate fhan the number entering the labor forcs,
More thafn 910,000 women 16 years of age and over, or 15,4 percent, were
unenpleyed in 1984-~up from 629,000 or 14,8 percent, in 1975.. Unemploy-
ment among black teenage.women, at 42.6 percant, is nearly three times
the rate of white teenage women {15.2 percent).

There has been some improvement in the ocoupatidnal status of
ebployed women. Between 1970 and 1982, black women increased their
proportions in many professional and tachnioal joha; insludins scosfints
ants, nuraas, dieticiana, therapiats, ensineerius and sci.enoa techni-~
clians, and vocational and educational oounselors, Although progress has
been limited, both the mmbers and proportions of black women in sales,
management and administration, and adminiatrative support positions have
increased sinos 1970. Between 1973 and 1984, the number of bladk women
In sales rose by 17 percent, managers by 15 percent, and administrative
support by a modest 7 percent, Soma‘inroads vwera made into blue-collar
ocoupations such as gua drivers, delivery persons, and truok drivers.
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Theip proportion in service occupations continued to deoline, reflecting
the continnous movement of black women out of private household work.
(Data on the educational gains made by black women wvarkers are in the
dizcussion on "Educational Attaimment.®) > . :

) v .
Black women who worked yeay round, full time in 1983 approached

; ixioou:e parity with their white counterparts ($13,000 compared with

$14,677). However, black family income ($14,506) remained conaiderably
less than the income of white families, ($25,757). The incidence of
poverty is greater among black families than among white ‘families and is
especially ‘prevalent among families headed by women, a group which ross
sharply over the Decade. Of black families headed by women, 53.8 percent
had inoomes below the poverty level compared with 2& 3 percent of similar
white ramiliea. ‘ =

Eimnm_wzmn

Women age 16 and over of Hispanic origin numbered 5.7 millioh i

~ -

'1984. The largest sub-groups were women of Mexican origin (3.2 milliony,

followed by wemen of Puerto Rican origin (862,000),, and Cuban origin
(426,000}, The remaining 1.2 fillion Hispanic women were of Central and
South American Ux‘igin. '

Amnng all Hispanic women, about 50 percent were in the labor force in,
1984--zonewhst loyer than the rate for all women (54 percent). This
overall rate obscures differences among the variqus Hiaspanic ethnis
groups, and mainl¥ reflects, the rate for women of Mexican origin. Puerto
Rican women had the lowest rate at 38 psrcent, compared with a high or.ss
percent among Cuban women, and 51 percent for Mexican vcmen.

The unemployment rate for Hiapanic women decreas®l over the Decade by
almoat 2 percentdge points. However, it still remains about 3.5 percent~
age pointa above that for all women. Cuban womsn have achieved tha most
significant reduction in unemployment. In 1976 their .iobleas rats waa
almost 1.5 percentage points higher than that of all wosmen; by 1684 the~
ratd had deciined to slmost 1 percantsge point lower than that ror all
women and for all U.S. workers.

[ 2

Hispanic women aa a group lag behind othev women in the years of
achool completed, although younger Hispanic women are narrowing this gap.
In 1954 Hispanioc women in the population had completed 11.4 years of
school ccupared with 12.6 years for all women., Consequently, labor force
partininatton, which is closely =ssooiated with educational attaimeht,
was lower and unemployment was higher £oF Hispante women than for ai
women, Data showing that the educational atjainment of Hispanic women
workers is higher than for Hisranics in the population are under "Educa-
tional Attaiment.

In 1984 about 810,000 Hispanic familie= (23 percent) wers naintainad
by women, More than half (54 percent) ot those families had incomes \111
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1983 which placed thes below the 0.S. poverty level aa cc:zparcd with 36
percent or all families maintained by woemen, -

All:haunh tbg 19RR median inocome of 1“ spande wisen with year round

£ acdd A "w

" full-time Joba was lower ($11,874) than that cf aimilar white wenen
($14,479), Hispanic women in profesaional occupations had median earnings
not significantly differant from other woqun—-o:er $17,000 in. 1982. The
Bispanie vomen in these jobs were more likely to be Cuban, who Rad the
highest educational attairment among Mispanica. (Appendix table 9 iz on
tle employment atatus of U.S. Hisparic women in 1983 eomparcd with 1974.)

14 rit &

/ In addition to wl;ite, black, and Hispanic wezon, about 2 nillion’
Asisn end Facific Isianders and American indtans oo::xpr.‘.ao noat of the
- remainder of the fetijle labor force in the United States, They reprezont
a2 mmall but growing segment of the female labor force. However, with the
§xception of limitcd employdent statistica compiled bty the Equal Employ-
zent Opportunity Cociisaion, very little reliable detailed information
exists on these saaly vgrker groups other than the 1980 Consus. The
Census data are used in this*section, Vhile nmorc {nformation has boon
available about the Americaa Indian populations, little infermation has
been accunulated about tho experiences of Asian women, many of whox
immigrated to the United States from Southeass Asic during the Decade.
The Women's Bureau of the Department of Labor recent.ly eomp}.etcd a sories
of dialogues with some of these immigrant women to loars of thalr coim
cerns and needs. A summary of the findings of that study is und&x_'___,
®Research Activities of the Women's Burgau.®

. While thelr experiences vary depending upon the length of time they
have been in che &ountry, where they live, and their acculturation and
asaimilation abilities, many of the womon from the smaller minority
groups sharc sinilar expsriences, barriers, and nseds in the labor
market, Scme of their particular ploblemm, however, have bdesn addressed
through prograns designod espocially tq dddreas thelr unique shatus,
Several of thomse progroms ars é-asm*ibed in Pirt § of thia report undor
*Hechaniams of Change.®

American Indiap Women.--Tho quarter of & million Hative Ar.:or:.c&
wonen in the labor force in 1920 reprezented nsarly half of all Averican
Indian wemen ages 16 and over. More than half of all pothers were in the
labor force., Soao 56 percent of, thess xothera had children ¢f school ags
and il percont had preaschonlera. Nearly hatf of all married womon werd
either working or looking for work, ard thay made un ha)f the Indias
..--:r.'s sSpmont of he lalor Morse. Aleost %0 peroonz ox fmerican Ingian
weaen worked full time at yrar-round jobs.

Soee, 18,000 households maintained by wmen,. ropresenting well over A0
percent of nll families in poverty, had incozZos below the official
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poverty fevel in 1979. Even in those families where tha woman house—-
holder "vorked, a third did not ecarn suffiocient 1nmo t.o riae ahove the
powerty level.

Anerican Indian wozmen's limited edvcational attaimen‘ algo linits
tmeir caployrent options. HNext to Eskiro wemen (43 percent), Native
Amorican wonen had the lowest propovtion of high school graduates (54

prxreant). The leading ccoupatioas of Ameriocan Indian women Wers os .

sceretaries, stenographera and typists, food service workers, unsiilled
or+ semdskilled nachine operaters and teadera, nanagement related Jobs,
el exentary and secondary school teachers, and cleaning and building
service workers. FNearly two-thirda were employed as private wage and
salary workera, but fully a third wore employed in goverment, more often

.. @t the Foderal and local levels,

Eakirzo and Aleut womén are cven saaller segments of the Natdve Amer-
1<an weren In the labor forco and share an even mora isoldted existence
i'm the far reaches of the country, Most of those who are employed live
iz wban areas, About half the Eakimo wemon who are eaployed work for

lthe govermment but two-thirda of Alout women work in private industry.

About a k';u'u: of the families are supported solely by wemen and most
of" thede fanilies contain children. A large proportion of these mothers,
cwen though tiey work, still do not earn above the poverty level. .

Japanose Women.--About 2 of overy 5 Japaneae women 16 years old and
ewer, 19,000, were in the labor force in 1980. The overwhelming major-
1%y, 79.5 percont, had completed at leant high scheoal, and the median
ecfucational attairment for both women and men was higher than the nedian
fFor the Nation, Attesting te their jéb readiness, women's unemployfont
rate in 1980 of 3.3 percont was the lowest of any of the minority worker
g oupa. ‘ .

(nly cbout 3D percont of the women in the labor force had ohildren
unider 18 years old. Two of evoery three, however, werc married with hus-
bands gresent; alwozt Ralf the wives had niner children. Two-thirds of
atl married-couple fanilies had twe or more carners, and their median
a:zm fanily inme« at over $29,000 was ono of the highest by marital
status,

Approxicately 12 perocent of Japanese familiea weore maintained by
wooen without husbands, and 3 of every % of these womon Worksd. Of thoso
wko wvorked, less than 10 peroent had incomes belcow the Poverty level.
Tao vast najorit.y of thme in povnxvty. hotever, had children under 18
vowsre 214, OF the voiy smell proporviva of families in povarty, nora
th:an 2 or overy 5 xere nuﬁported solely by women,

Almat hzlf the wemen who worksd wers caployed full time yoor round.

Moroe than 70 porcont worked in private industse 2nd @ost of the regt .

worked in State and loeoal soverment. Nearly h3l!f the wemen were

cmployed in technical, sales, and admini~*rative aupport ocoupations

Lmaoluding o largs contingent working as tect logiata, teshnioians, and
o © a
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searetaries, and ir; fiixaneial sales and recordkeeping. Other significant
- occupations were in the health professions, teaching, food services, and
fgctory operative and assembly work. )

. ghinege Wemen,--About 313,000 Chinese wduen were in the labor force
as of 1980. -Although virtually all of them worked at some time in 1979,
fewer than a fourth worked full time throughout the year. More than 67
. percent of Chinese women 25 years or older had completed high school.
Feper than 10 perceént of Chinese families were maintained by womer.
with no husband present. Of those, more than two~£ifths had minor child-
- ren. Afthough more than 7 bﬁr avery 10 women in such circumstances worked .
© 1n 1979, still alpost 1 in ever§,5 had an inceme below thé poverty level,

. The overyjielming majority of women worked in private industry. About —
6.5 percent’ each wore employed in State and local govermpent and as self- =~ .-

caployed or wipaid family workers. Some 15 percent of Chinese.women

vorked as _machina operators and tenders, except precision, th,ep occupa-
tions where large mumbers found employment were food service Jabs, cash-.

iers, finaneial records processing, %echnologlst apd technician jobs,

health ocoupations, teaching, and management-related occupations, \

’ Vietnamese "Hopen,<~Although ‘a majority of the Vietnamese have come to
the United States between 1975 and 1980, nearly half of the women ages 16
and over, abgut 75,000, were in the labor force--~working or looking -far,
work-~in 1980.° One in four was a motber. Just over half of all wives
with husbands present were partieipants in the labor force and almost 89

- percent were mothers of miner c¢hildren, . T e
Only 15 percent of Vietnamese families were naintained by women E

alone; nearly 70 percent included children., More than half these women , :

family supporters worked in 1979 but a third of those who worked earned 9.

less than the poverty level. Morae than a third of all families were in.
poverty in 1979, highest by far of any of the Asfan/Pacific Islanders;
two-Tifths of all children. under 18 were in poverty. : o

Almost 9 of svery 10 ewpioyed women workéd in private wage and salary ..
joba, Two-fifths worked full time year round in 197.9. Only 11 percent
of all employed women worked in managbment or professional Bpecialty
cocupations. A third wore in techni sales and adninistrative support.

" Jobs; nearly another third worked as.mdchine opérators, fabricators, and

laborers.” About cne-tenth worleed in food services, ° ¢ N %

| Yowen.~-Somewhat less than half of all Aqian?lndian
women 16 years and older-~148,000--were working or lopking for work in
1980. Just over a third of them were wives, and they. rebresen;eq:ﬂqst
over half of all wives in married-couple families. Almost 76 percent .of
the wives in the 1al;o'r force were also mothers of children under 12 yoafs .
old. s Te LD
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a third had preschoolers.

Less than 6 percent of families were supported solely by women; some-
what less than half included minor children. Three-fifths of the women
family supporters worked ih 1979; still, one~-fifth earned less than the
noverty level., This type of family, however, represented less than a
fifth of all Asian Indian families in poverty.

-

Nearly three-quarters of Asian Indian women had at least a high
school diploma, but the labor force participation rate of 47 percent was
somewhat low compared with women of other Asian descent., Almost four-
fifths of the workers were employed in private industry. Fully a third
wers employed in management and professional. specialty occupations, more
than half of these in health professions, One-~fourth worked in adminis-
trative support occupations largely as secretaries, other clerical
workers, and as financial records processors. Other important sources of .
employment were service occupations and operative and fabricator jobs.
“ Pilipino Women*.--About 200,000 Pilipino women, or 68 percent of
those d4ges 16 and over, were in t.he labor force in 1980. The laber force
participation rate of Pilipino women was the highest of any of the Asian
and Pacific Islander ethnic gPOups--higher than for black women whose
participation rate traditionally has been high; and 10 percentage points
above the high rates of Chinese, Japanese, and Guamanian women.

Scne 61 percent of the wives were in the labor force and 3 of every }
of them had school-age and/o# preschool-age children. Almost 85 percent
of all children, however, were liv:lng with both parants,

About 1 in every 8 families had only the solemsupport of a woman
without a husband, Of these, nearly 3 of every 5 included minor childw
ren, Four of every five Pilipino women maintaining a family alone worked
in 1979, but 1 in 8 still earned less than a poverty level income. More
than 65 percent of these women had children under 18 years old and almost

1

. Three-quarters of the women 25 years and older had completed high
school, second only to the nearly 80 percent of Japanede women. As a
whole, the median educational attainment of the Pilipimg community at
over 14 years is second only to that of the Koreans ab\more than 16
years--almost 2 and 4 years, respectively, above the national\ median,

Four of five Pilipino women were employed in private wage and salary
Jobs, A few, less than 10 percent each, were scattéred in Federal and
local government Jobs. Almost half the women were fully employed,
Working 3% or moré hours per week. vear round. More than 1 in every 5
worked in health occupations, 1ax'gely in health assessment and treating
but also in diagnosing, and as technologists and technicians: Another
orie-fifth worked in service occupations, mainly in food services and

~

# The contgmporary spelling 1;or a person of Philinnire anceatry ie
Pilipina. . Thére is no F sound or letter in the language.

»
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cleaning and building services jobs. Sizeable nmn-bers..were employed inﬁ |
management-related occupations; as financial records-processing clerks; J
and as operators, fabricators, and laborers in factories. ) ’ ‘

- .
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- The labor market activity of women varied substantially according to
: age. The participation rate of teen women.increased somewhat over the
Decade, as did that of young adult women. The dramatic growth in the
female segmept of the labor force, however, was attributed to women 25 to ‘
¢ 54. Although this group included women engaged in childbearing and
K family building responsibilities, their labor force participation rate }
reached nearly 70 percent by 1984. Older women-~those ages 55 to Gl4--
registered little change in their labor force participation during the
Decade, There was a decline in the labor market activity of-women ages
65 and older. The labur force participation rates of women} by age -

group, are presented in Appendix table 10. Rates are shown for 1975 and .
1984, ] , , :
. Young Women 4 : .
N

Al though teenage women ages 16 to 19 increased their participation in
the labor force over the Decade, their numbers in-the populatich and
labor force declined., By 1984 Just.over half of teenage young women were

ither working or looking for work, C - -

)} Minority young women, particularly blaok teens, suffered more severe L.
Jpblessness than whites and ended the Decade for Women with higher un~
: employment rates than at the beginning. The unemployment rats of young
| women overall declined marginally. :

Analysts have identified certain factors that 1imit ‘employment oppor~
tunities for young black women, including the largely suburban locaticons
of many of the new Jjobs versus the largely center-city, residence. of
blacks; the trend toward industrial growth in the Southwest versus the
lower propensilty of blacks to move to that.part of the country; and the
lack of education and labor market skills of many young black women
versus the higher skills levels of other segments of the labor force,

The lasting effects of young black women's lack of opportunities to
obtain work experiénce in their teen years often are manifested in their
- being unemployed.as young adults (ages 20 to 24). In 1984 the unemploy-
) ment rate of young adult black females waz nearly three times that of
= their white counterparts, worse than in 575 when thelr jobless rate.was
{ ~ twice that of young adult white women, L
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¥hite - 15.2 r 17.4 "_' - oo
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S A1l _ C10.9 * RIS o -
White © 8.8 11.2
Black® ) - 23.5 : 22.4 .

* Reported as "Negro and other® in 1975 and "Black‘and other" in 1984,
Negroes were more than 90 percent of the group, according to the 1970

Census, and were a smaller pvoportion but still the overwhelming ma,;ority
t - in 1584, .

+

L ‘,‘i
The laboi* foz-ce particibation ot‘ wo:nen ages 25 to*Sq grea Ly i~
ereased during the Dgeads. In 1975 more than half the women in this age
group were workers, but by 1984 nearly 70 parcent wex'e either working or
5 looking for,.nofk, Thelr unemployment: rates at both poi.nts in tina were

1cmex' Yian fo all woment, ", 5 w L e
: - & ; 4

-ois.

The pareicipation growhh bate ror white women was unususily rapid.
Starting with a partitipation rats 6.6 neroeutage polits lower than for
black women in 1975, whife women increasad their perf:.icipation rate to ‘ ah
, *68.0 percent by 1984, almost equaiing black women's partioipation rate of
- 70.6 p’ercent. The largest growth was among-younger women ages 25 to 34,
-tioss ab the e.-.:'lg family building atage tos -

.
.
Qlder Wapen :

The labor foroce participation rate of women dges 55 to 64 increased
. from 40.9 to 41.2 percent between 1975 and 1984, Despite the increane in . -
. Job opportunities-in the econcmy and the impressive lahor market aotivity :
L. of women at younger ages, these woden elther chose to remain aqut of the
labor force if théy tmd oot partisipated earlier, chose to retine, or.
withdrew prematurely for other ressons such as job dislocation or dise
couwragement at not obtaining employament.

Py v Duning the Decade the nuber of women ages 55 to 64 who wers out .of
the labor foroe increased just gver 12 poroént, from 6.1 to 8.9 milliicy,
Q _ . - ) ’ : . i
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but the proportion at home .because they were keeping hour~ deckined fr‘qm
81 percent in 1¢%5 ‘to 75 percent in 1984. On the other hand,. the propor-
tion out of the IWbor force for other reasons inctesssd From-t.J] million
or 19 pefcent, to 1.7 millidon or 25 percent, It is abng this latter
group that the discouraged and dislotated workers would be counted,

. T . . 3 s Bem -

.. There was a 13 percent inchease in the number of women dges 65 and.
older in the jabor force between 1975 and 1984, from 1.0 t3 1.2 millien,
efen though their participation rate declined from 8.2 to 7.5 percent.
Although higher in both years, the participation rates for black and
other minorify women also declined from 10.5 to 8.2 percent. ‘

A special study on displaced workers, conducted by the Bureau of
Labor Statisties (BLS) and released in late 1984, found that the chance
of reemployment for those workers whose jobs were abolished or whose
plants shut d¢~wn declined significantly with age, and women in general
were somewhat less likely than men to be reemployed and more likely to
have left the, labor force. Some 36 percent of the, displaced women
workers ages 55 to 64 were not in the labor férce at the time of the
study and about the same proportion had found other employment. Since
their median tenure on the job was over.10 years, most of these women
probably would have worked longer, but more than 60 percent became
displaced when their plants closed, .

When workers become dislocated at ages 65 and over, most often they
retire, Some two-thirds of the women of that age in the BLS study of
displacement were found to be out of the labor force. Many might have

preferred not to r-tire as early as they did. Nearly three-fourths were
" dislocated as the result of plant shut-downs or job abolishment, Their
.median tenure on the job was 9.8 years. Interéstingly, 52 percent had .
worked in their jobs less tham 10 years bpfore‘ displacement oo

e,
>, - - ~
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Y P N
' If these women had )
relatéd to work of a spouse, retirement income from another work ex- .
perdience of their own, or other incoms, they might have shared ‘the

experience of the 17 perdent of women ages 65 and over who were in

poverty in 1083. Of the 1.2 million women in that age bracket who did.
not find work the year before and were retired in 1983, 15 percent were
poor. . -

»

tio tt e

The employment shatus of women in the United States is greatly
affected by educatiOnal attainment. The more education women have
received, the greater the likelihood they will be in paid employment, .
Among women 25 to 64 in 1984, 64 percent of those with_ only 4 years.of
high school and 78 percent of those with § years or wore of coliege were
in the labor force. 1In contrast, only 38 percent of women with 8 years
of schooling or less were workers, (See Appendix table 11.)
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Since 1975 the educatidnal attainment of women has continued to rise
. and the average woman workeynow.is nearly as well educated as the .aver- _ - .
. ¢ age male worker, ‘ihe medié&‘uygars of" school completed by women workers N
-, . age 16 and over 111"«1*98&%8 12:7,.up frai 12.5 years in 1975. Mén 4n the o
Tabor force had cdmpleted a.median of 1278 Vears, ah increase from+12.5
in.1975. "Although a higher proportion of women theam men workeQ ages 25 .
to 64 had completed at lepst high =48hoof (86 perdent comparad with 82 -
percent), 45 percent of the men had some collége compared with 41 percent

-

of the womett. -

Persons with boliege training continue to have a relative economic
~advantage over other workers. They are most likely to be in the labor
force and least likely to be unemployed, and more of them continue to
hold the highest paying professional. and.managerial Jjobs.

Historically, women have had lower college enrollments and .completion
) rates than men, but these differences have continued to narros in recent
o . years. (See Appendix table 12). Reflecting these advances in educa~
tional attaimment, women now represent 38 percent of all adult workers
with 4 or more years of college, compared with 32 percent in 1970,

Women are making great strides in the content of their post secondary
-~ eduoat‘ion at the bachelor's and master's degree levels, particularly in
fields such as buatness and management where their representation his-
torically has been low. In fialds traditional to women, such as educa=-
tion, home economics, and the health professionS, the proportion of
degree recipients who are women remains virtually unchanged. At the
doctoral level, ‘the mmber of degrees swarded to women in nontraditional
areas continues to 1ncrease. (See Appendix table 13. )

- . Younger» women, in pat*tieular, are helping to close the educational
R “Eap beﬁwsm»«u‘oman and men. The median years of schooling of women
. 7 workers. ages 25 to 34 in 1984 was 13.0 years. More than 9 out of 10 of
- these young women had completed at least 4 years of high school and more
el than one-foux‘tlr Hﬁt‘e ‘oollege graduates.

L

There has heen a significant closing of the gap a= 1 hatween the v
educational sttainment of white and minority women workers. The median
years of schooling of black women workers is j2.6. The difference of 0.2
years that noy exists between black and white women workers is down from
1.8 years in”'1962, an achievemont that was mide in less than a gener-
ation. The, narrowing of this educational gap reflects two major occur-
rences; the continued decline in the nimber of black women workers with
8 years or less of school completed (only 8 percent today); and the
increases in the proportion of black women who are oompleting high school
and those continutng on fo college. ' .. . -

Hispanic women in the labor force also have made ga,ina in educational -
attaimment. The median years of school they completed roms from 12.1 in
1975 to 12.3 by 1984. Although 22 percent of Hispanic women workers had
completed 8 years or less of school, continued increases oscurred in the

i
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Br"oéox"tion of those who graduated from high school and those who com~
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. .4A large” propotrtion of women who work are widows, divorcees, .or
single, or have husbands who earn less than $15,000 a year, Still, the
marrisd-couple family in which both husband and wife work is predominant.
During the 1970's, as the crest of the baby boom reached working age and
the rapidly expanding service-producing sector provided many new Jobs,
the proportion of married women working outside the home increased dra=

matically. Today, more than 60.percent of all husband-wife families have
at jeast-two persons employed. .

Working mothers-~both single and married--have high rates of partici-
pation. In 1984 more than 3 out of 5 women maintaining families had
children under age 18 in the home., Labor force participation rates show
these single mothers have a strong commitment to the labor force.
Seventy-seven percent were in the labor force when their youngest child
was school age, as were 53 percent of those with preschoolers. The
relatively high participation rates of married mothers, especially those
with infants, attest, in part, to the acceptance in the United States of
tho employiment of such mothers., The rates also reflect the growing trend
of married women to delay having children until they have established
théemselves in their careers., Appendix table 14 provides data on the
labor force participation of women who are single, married, separated,
widowed, or divorced. \ -

-

Multiple-Earner Famili~-n ) - N
. Between 1975 and 1984 the number of families in the United States
inereased 10.4 percent, from 56.9 million to 62.9 million. Married-
couple families grew only 4.7 percent during the Dacads, from 47.9 to
50.1 million, but there was more rapid increase in multiple-earner
fanilies of all types, up 12 percent, especially among husband-wife
fanilies, up 17 percent. ' More then 60 percent of the growth in multi-
earner faxiliss over the 10 yvaara wyas among thoss in which both the
husband and wife were in the labor foroe. By 1984 the majority of all
families had spouses who were working or looking for work, and this type
of family was nearly 90 percent of all multi-earnsr famildies, This
phencuenon can be related directly to other data that show the rapid
influx of wives into the labor force, E

Working wives contribute substantiaslly to the economic support of
their families., In 1983 their share was 29 perocent, "When wives worked
full time throughout the year, however, their contribution to family
income was about 40 percent, .
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i New data from the Bureau of Labor Statistics beginning in 1980 con-
® firmed general perceptions that married-couple families with two or more
. Jearners had the highest median earnings of the family types.

'y ' '

©. -, Median Weekly Earnings of Families by fType S -
Quarterly Averages .

Fourth Fourth
- ‘ Quarter Quarter
X ' - ’ ~1988 1980
| Total families with earners C$513 C $uor
| Harried-couple families 568 445
One earner . 379 308
T Husband ' 426 352
T Wife 204 157
| Other family member . 209 1Th ‘e
| WO Or more sarners . 698 551
{, i Husband and wife only 666 524
‘ Huaband and other family mber(s) 702 _ . 587
k Wife and other fanily member(s) Lyt 355
’ Other family members only y22 388
Families maintained by women - 2%, . 225
Families maintained by men = ' 450 380 .
e ' _
» - .




Reflecting the historically high labor force participation rate of
black women, two-earner married-couple families among blacks are more

.common than among white or Hispanic families, While their median family

incomes were not as high as whites, the overwhelming majority of the
black married-couple families have earned enough to remain above the
poverty level, Appendix table 15 provides additional data on multi-
earner families, v - o

ho ies

Women who maintain their own families are considerably more likely to
work or look for work today than in the past, But their historical
pattern of marginal earnings and high unemployment persists, keeping the
economic status of their families well below that of the majority of
American families, A continuation of multiple problems hinder many women
who suppert families from being more competitive in the market place.
Prominent among these problems are lower average educational attaiment
and relatively higher proportions with children to raise.

In March 1981&, 10.3 million families had as their principal support
women who were divorced, separated, widowed, or never married. These
families accounted for over 16 percent of all families in the United
States, up 3 percentage points from 1975. Sixty-one percent of women
maintaining families were labor force participants, compared with 54 perw
cent in 1975. (See Appendix tables 16 and 17.)

Most employec. women maintaining families worked at full-time jobs in
1984--82 percent, Those ages 25 to 54 were more likely to be working
full time (85 percent) than either younger {72 percent) or ‘older women
(75 percent). Despite some movement into professional and managerial
Jobs, particularly by divorcees who are generally younger and have more
education, most employed women maintaining families have tended to remain
in the generally low paying or less skilled jobs, Like most employed
women, the largest proportion of those maintaining families were in
administrative support jobs, intluding oclerical work.

As of 1984 aboub 69 percent of the women maintaining families were
white, 29 percent were black, and fewer than 10 percent were of Hispanio
origin. On average, the black women had moire children under age 18 and
less educatioh than the whito wamen. Black and Hispanic women maintain-
ing families had loWer median earnings, lower median ages, lower labor
force participation rates, and higher unemployment rates than thé white
women. Also, thelr families were less likely than similar white families
to have more than one earner., .

The growth of female-headed families has been especially dramatic
among blacks., In 19813, 44 percent of all black families were headed hy
uaman, 20mparsl Witn £3.2 percent or Hispanic families and 13 percent of
white: families,

-
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Growth in Fariilies Maintained by Women, 1970-1983
(Numbers 'in Thousands)

White Black Hispanic®
% of ' | . % of 2 of
Year ) Number Total Number Total Bumber Total
1970 4,?35‘ 9.1 1,349 28.3 k¥ .
1980 6,302 11.6 2,;495 40.3 . 637 21.8 .
1983 6,783 12.6 2,808 42.4 800 © 3

1984 7,072 13.0 2,957 43.7 837 23.2

* Personsz of Hispanic origin :m;y be- of any race.
*% No data availsble.

Vorking Mothers

Working mothers are a prominent segment of the U.S. work force. A.

record 19.5 million mothers, or 6 out of 10 with children under 18 years
old, were in the labor force in 1984. Ten years earlier, not quite 5 ouw
of 10 mothers worked outsgide the home. - '

S:.uce 1975 the rise in the labor force participation rates for
mothers has beed phenoménal--sbout 13 percentage po:.nts. The increase
vas about the same for mothers of pre-choolera as it waz for mothers of
school age children, Most of the gain was among married mother:, whose

participation rate rose from 45 percent in 1975 to 59 percent in 1984.

The rate for other mothers also advanced, but at a much slower pace.

One impoxrtant aspect of this increase ig the degree to which mothers
today remain in the laber force after childbirth. This is clearly demon-

_ strated in the comparison of married mother:' labor force participation

rates.

Nearly half of the mothers with a chi.ld ege 1 or younger were in the
labor force in 1984. By the time the youngest child resachad 3 vears old,
narried mothers’ participation rates approached 60 percent., These data
clearly indicate that nursery school attendance or day care in some form
is increalingl‘y necessary. Most employed mothers-~71 percent in 1984~-
vork full time. Even when the youngest child is under 3, about 65
percent of the employed mothers are full-time workers.
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Abnut 56 percent of the 58 million U.S. children under age 18 had
mothers in the labor force in 1984, compared with 44 percent in 1975.
The vast majority of these childreil were undsr 14 years--ages for which
all-day care, after-school care, or a combination of both is likely to be
needed, ~ ’

Almost half the children in two-parent families in 1984 had both an
employed father and mother. As might be expected, children in single-
parent families--primarily families maintained by women--were much less
likely to have a working parent in the home., Overall, approximately 1
child in 7 lived in a home where there was no employed parent, and inocome
was accordingly low (a median of $6,782 in 1983).

A redord 6.2 million families with children were naintained by
@others in 1984, and they accounted for one-fifth of &1l families with
children. In 1975 there were about half as many such famililes, and they
constituted only one in seven of the families with children.

A higher percentage of black thah white or Hispanic mothera were in
the labor force in 1984. However, when labor force participation is
exanined by marital status, a different picture emerges. While black
married mothers are much more likely to be in the lahon foros than thain
white cointerparts, the opposite is true smong divorced or separated
mothers. Age, education, and the mwmber of children are important
factors underlying these differencea. On averaze, black and Hispanic
mothers without "husbands are younger, have completed fewer years of

- 27\"‘ s ’ .
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education, amd have more children than their white counterparts, and
thus are likely to have a harder time rinding and holding jobs,

]
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The majobity of American women are mothers by the end of their child=
bearing years. In 1980, for example, only about 6 percent of all ever-
married women aged 40 to 44 remained childless, vut there have been sig-
nificant changes in the timing of births. In the 1960's there was a move
from having children before age 25 to having them between 25 and 30. In
the 1970's a significant group of. wcmen delayed childbearing until attor
age 30. !

Delayed childbearing may have impor'tant consequences for women,
Women Who become mothers before age 21 tend to finish fewer years of
school than those who have -children later, and these young mothers show
no evidence of cdtehing up in educational attainment at later ages.
Bscause education is so closely linked to labor force opportunities,
lower attainment often translates into lower earnings in later life.
Early childbearers also have larger families and a higher incidonhce of
poverty than women who bear children later in life,

Fentility and birth expectations. vary inversely with educational
attainment, oscupation and labor force status, and family inccme. The
higher a women's educational attaimaent, the fewer births she has had or
expects and the greater likelihood that she plans to havé no children.
Wemen with 5 or more years of college expect to have 1.7 children, on
average, and 20 poreent do not plan to have children at all. By con-
traat, women Wwho have not completed high school expect to have 2.4
childr'en, on average, and only 7 percent plan to have no children,

A similar relationship applies to family income and fertilify. ¥Yomen
with the highest family income have the fewest childron (0.9 on average),
whereas wonen with very low family inoome have the higheab fertility (1.5
children on average).

Cr

Xogen in Poverty

Poverty in familiss hoided by women is a sowrce of increasing public )

conesrn. . Almost half of the poor paople in the United States live in
such families. fThe number of families maintained by women grew more than
Blt percent between 1970 and 1984, The growth is attributed largely to

ora marriages ending in divorce and more wamsn having children without
marryins. The typioal outcéomd of & murital brdashup in o family with
children is that the man bevomes single while the woman becomes a aingle
parent. The number of children living with a divorced usother more than
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doubled between 1970 and 1982, while the number of children living with a
never-married mother increased more than fourfold. In 1981, 1 in ezery 5°

babies was born to an unmarried woman. In 1970 there werc about 6.7 nil~

iion children in onc-parent famililes; by 19684 nearly 10.9 million child-

ren vers in such families. Most.of thepe children are being raised by -
their rothera. N ’

tecause average income among familiea maintained by wemén is low,
proportionately more live helow the poverty line than other families. In
1983 mole than 1 of 3 families maintained by a wogan was poor, compared
with 1 of 13 other families. Although the percentages of black and His-
panic families maintained by women in poverty were much greater than for .
similar white families, all female<headed fomilien greatly exceeded the .
proportions for obher fanily yuupa. i -

» -
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Today, families muaintained by women have a poverty rate whioch ins
three times that of all fanilios and five tip the rate for rarried-
. couple families, When race is taksn into azcount, the poverty rate is
even higher. Mare than half of the black fazilies with female heads Iive
in poverty, and 4T percent of all black children a;;a poor.,

[ Families maintained bty wemen tend to be poorer thart othera tecause
{ wowen face apscial obatacles in sarning encugh to suppord a family.
o Women generally oarn less than men. 8o they frsiuently do nor have
[_‘ sufficient earnin; o supfort a family. Generally, thoir educatiscnal
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attainment 45 low; therefore, these women often lack the skills ®or the
higher paying Joba hold by men, or conaclously selest the less demanding
Joba, Due to their family responaibilities, many of these women seleot
Joba requiring 1ittle or no overtime; they have minimal gshaances of ad-
vancezent thercby reducing their current and future earnings potential.

Hothera raiaing children by themselves often receive no support from
the abaent fathor., Estimates are that only three-fifths of wamen with
dapondent children are awarded child support or have an agroement to
recelve it. .

OTMER LABOR FORCE SHIMENTS ~ p

3, N f

A aimificanh social ard cconomic change of the 1976 s, tlong with
the influz of woamen into the labor force, was the sharp movement of women
into tusiness ounerchip. During the late 1970's, female opsrated busi.
nesaes inercased more rapidly than mole operated firms. In fact, from
1977 to 1980--the roat reoant period for which data are available~~the
auznbar of nonfarna scle proprietorships operated by wemen increasad 33
percont; similar male operated tusinesses rose 11 percent; and the total
of all types increased 16 porcent.,. Womenis ghare of an. nonfarn acle
propeictorships roaa trm mearly 23 to 26 percent.

Changes in the rmbsr of self-employed women, who copstitute a majcr
K ~tion of the nole ;x'opvietﬁrships, auggast that the number of female
opera. .1 scle proprietorshipa continued to grow froa 1980 to 1983. The
nmbor of ael f-employed women rose from 2.1 nillion to 2.4 million, a 16
percent gain., The number of aslf{-ezployed sen incpeased only & percent
over the swyear poriod~-firaa 5.9 pillion te 5.1 million, .

Aecording bo the moat rocent data from the Bureau ot' t!m Census,
vomen owned over 700,000 flrms in 14977-~represanting 7 percent of all
businesszen in the United States. X apacizl survey of women-owned busie
nesses rovealed that 94 percant wero ownsd by white womes, alwmont )
percont by blaock wonen, and npaerdy 3 xzamenj; bg wezen of Hlapanio ex'igin.

mzpitgcs tha increoned cumbor of fivga operated by woson, thare has
not toen a sigpificant improvesent in the aize and type of operations,
Frem 19727 to 1980 the gareentoge of business récelpts foom femople oper=
ated nonfarn solo proprieotorzhips inoreasad from 7.8 percent of the
yoarly total to 8.9 pewvcent. Aversgh 1980 net income of thewe propric-
torships was only 32,200 compared with 87,136 for aimilar male operated
firms-wvirtually the saze aa in 1977, whon it was $2,228 for womon and
5?..’:.‘08 for mon.




The maJo:“ types of t‘emale operated businesses remain in the tradi-
tional areas of retail trade and services. Within these 1ndustry divi-
sions, wowen are substantially inyolved in the operation of miscellaneous
retail stores, peraonal services,, and educationzl services. Since 1977,
nowever, business women have made modest progress in entering nontradi-
tional areas such as manuraeturing, finance, insurance and real.estate,
and agrioultural services,

Progress of women in new areas of entrepreneurship may be limited by
differences in the educational fields of study, and job skills of men and
women. Relatively fewer women havé educational backgrounds in the physi-

. cal sclences, engineering, and business, which are important to many

entruopraeneurial endeavors today. Women also are underrepresented in
tanagerial positions and highly tschnical and high-income sales jobs.

The concentration of women in tf'aditd.onal areas of business ownership
is expected to decrease scmewhat as more women enter ney fields of educa-
tion and different occupations that will assist.their transition into
high growth and more profitabls Lusiness ventwres,

. 8. pol icies developed to improve opportun’itd,es for women business
owners are described in Part 2 of this report, "Policy Development, ™
Also, several demonstration projects sponsored by the Women's Bureau to
increase women's bisiness: developnent skllls are descri*bed in Part 3, in

. the section on "Heohanismé of Change.

3

Hmmi.in..&mn&i_c.e.mﬁ
Appr*enticeship has long been regarded as one of the best routes to
learn skilled craf'ts that lead to sZome of the highest possible wages fonr
vorkers without advanced education, Many craf't workers also are able to
make transitions into independent entrepreneurship, another promising

neans of inoreasing women's earning capacities, Apprentices earn while
they learn--a apecial kind ot‘ on-the-.job training.

Many appventiceship prograns in the United States are under the spon-
sorship of unions or’ joint apprenticeship committees comprised of unions
and employers. The Bureau of Apprenticeship and Tralning of the U.S,
Department of Labor has recorded the percentage women apprentices are of
all apprentices since 1973. The numbers of women have increased from
loss than 2,000 in 1973 to more than 15,000 at the end of 1984, The
fasteat rate of growth, hawever, was in the firat half of the Decade.

At least some women apprentices were registered in every State of the
union and in each of the 250 or more apprenticeable trades. The vast
najority of women were regiatered in the approximately 50 trades in which
vix'tually 21 apprentices (95 percent) are employed

. -3 -
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Women still predominate among the traditionally female skilled trades
such as beauticians, As early as 1979, however, emrcllees in the tradi-
tional female trades had been outnumbered by women apprentices in the
building trades or other nontraditional jobs. The 1980 Census
reorganized the classification of occupations, and craft workers now fall
under *preocision production, ¢raft, aml repair ccocupations® group. Some
1.1 million of these workers were women, or 8.1 percent of the 13.6
million workers so classified in 1980. . 2

The 1980 Census separated out apprentices in certain selected crafts,
as shown in the following example:

N

“

‘ - No. of Women Women as %

‘Automobile mechanic
Carpenter
Electrician
Plusber, pipefitter,
- and steamfitter
Tool and die maker
Machiniat
Sheet metal worker

-




There were 4,749 women supervisory mechanics and repairers, or 2.9
percent of ‘the 157,000 Journeyworkers; 13,204 women were supervisors in
construction, or 1.7 percent of the total-of 790,832. There was not one .
listed oeedpation in the predisiox_x production series where women did not
appear, . lg"& )
"Hany of the skilled trades require skills, knowledge and physical
abilities that women have not emphasized in their life preparation.
Therefore, some women's organizations have developed preapprenticeship
training courses to help women btring their basic skiils up to required

entrance levels as jexplained in the section on "Program Components,® in
Part 4 of this report, . ’

.

-

Women living on farms and working in agriculture are Just as likely
to be unpaid family workers as to be self-employed. Of those emploved in
agriculture in 1983, only 19 percent were wage and salary workers while
4G percent were unpaid family workers. . The labor forcs participation
rate of farm women, although lower than that of nonfarm women at 52
percent in 1983, inbtreased from 39 percent in 1975 to-more than 46 per-
cent by 19683. The unamployment rate among the.female farm population in
1983 was 4.4 percent, compared with 9.7 percent for nonfarm women,

Farm women were more often employed in nonagricultural jobs (68 per-
cent) while farm men more often had agricultural jobs (67 percent): This
large proportion of women engaged in nonagricultural work refléct s, at
least in part, the importance of supplemental nonfarm income to farm
families. Farm women are more likely to be employed in service indus-
tries, " ‘ 1 . - \

The median income of farm families continues to bu substantially
lower than that for. nonfarm families. In 1982 the median income of farm
and nonfarm families was $18,756 and £23,585, respectively, Farm
families are more liksly to be in poverty thah are nonfarm families.
About one-fifth .19 percent) of farm families but 12 percent of nonfarm
families had incomes below the poverty level in 1982. The proportion
of farm familiss maintained by womer (5 percent) in March 1983 was about
one~third of that of nonfarm families (15.7 percent).

When disabled women are able to surmount barriers to employment, they
tend to obtain jobs that pay well. In fact, whén they persist in their
efforts to secure Jobs they often are successful in obtaining wages com-
parable to those of thelr nondisabled peers. In 1981 more than 23

=33~ : -
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percent of disabled women of working age (16 to 64) were in the labor
force--a decrease from 26 percent in 1970. : i
Women who were di.sabled reprevented more than 8 percent of all
working age women in cne tnited States in"1081. which is slightly more
than 1 woman in every. 12 in the working age population. While only 16
percent of disabled womén have some college education, more than one-
third of those who do work. By contrast, only 1 in every 8 disabled
women with less than 8 yeéars of schooling has a job,

~

L

LABOR FORCE STATUS OF DISABLED WOMEH
AGES 16 TO 64, MARCH 1081
{PERCENTAGE DISTRIBUTION)

© SOURCE: BUREAU OF THE CENSUS, U.S. DEPARTHENT OF COMMERCE.

18

As a8 group,_disabfad women generally are poor., Two out of three had
an income of less than $4,000 in 1980, That is far less than the $7,000
averay- for women without disabilities, Only 3 percent of the disabled
women had a 1980 income of $15,000 or more, -

{

Slightly less than half of the working age wanen with disabilitiea
are married compared with over 60 percent of similar nondisabled women,
They are more likely to be divorced or separated and less apt to have
never married. However, they are more than four times as likely as
nondisabled wemen and disabled men to be widowed (15 perceat). °

~
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During the first half of the Decads, continuous growth was recorded .

sociations, against a dowmward trend in total organized labor. .Although
their grosth was stronger in unions than among profiessional associations,
reflecting continuing inereases in eaployment in the service industries
and in State and local govermments, the rate at which women Joined labor

- organizations was outpaced by the rate at which they entered the labor
. force. . : ) :

S : ¢ 1};9) nusher of wemen in wnions and professional associations peaked in
’ 1980 with 6.1 million members, or 30 percent of total membership accord-
ing to BLS data. Their number declined to 5.8 million in 1984, PBecause
of the sharp total decline in membership, women comprised 33.6 percent of
the total~&t the end of the Decade, but represented only 13.8 percent of
all women workers, ’ N . -

- -

)

_,___.,_‘__;_“_WW-ﬁhh\_Homemumggg_ and ;grﬁﬁaﬁoml' Ass°eia’t’ions
! : " (Numbers in Thousands)

1984 1980 1917

- - , ‘Total membershis 17,340 20,0% 19,335
Women members 5,820 6,056 5,329
Women as percent of total 33.6 -30.1 27.6

-

Women in labor organizations wera less than repraesentative of the
proportion of employed women in the labor force and were heavily weighted
towad minorities. About a fifth (18 percent) of the women members were
black and 5.9 percent were of -Hispanic origin. The 1.1 million black
women who were union or professional organization members comprised
" almost a fourth (22 percent) of all black women workers and more than
two-fifths of 2li organized black workers. Similarly, tne 343,000 Ris-
panic women in labor organizations comprised 16 percent of all Hispanio
wonen yorkers ‘but 32 percent of all organized Hispanic workers, The 4,0
nmillion white'Women in labor groups comprised only 13 percent of all
white women wha were employed and about & third of organized white
. workers, , \

Women have gontinued te benefit froam membership in labor or'ganiz;-
tions, especially in the matter of earnings, Union women's earnings
exceeded noninion women's earnings by an average of 30 perocent in 1984,

l Still, among organized labor.the gap tatween wonten's and men's sarnings
did not olose, The usuval median weekly earnlngs of wemen in labor ore

; , ganizations at $326 were 73 percent of anien men's, while nonunion
t - womap'a earnings at $251 were only 69 percent of those of nonunion meia,

.
!

in the number of women on membership rolls of unions and‘employee as-* -

-
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_ the end of the Decade.

. . A

‘Part 2, POLICY DEVELOPMENT

OVERVIEW . T . F‘

During the United Nations Decade for Women, policymakers in the
United States tock many steps toward the goal of making equal employment
opportunity policy a reality in practice. The building blocks of a
strong policy were already in place at the beginning of the Dscade. Yet
mawy problems remained to be addressed and many barriers to be overcone,
partiocularly” for working mothers. - -

Two major challenges were to strengthpn and coordinate enforcement of
isgisiation &ud U0 clarify the application of the law to spscifisc sitwa=
tions. Amendments and guidelines clarified policy in such areas as:
women's access to better jobs in construction, . apprenticeship, and
certain ocoupations in the armed services; pensions and socisl seourity
for workers and their spouses; discrimination against’ pregnant workers;
sexual harassdent; pay equity; child care for working parents; training

~and vocational education. Federal policy was developed to enocourage

women business owners. Affirmative aotion poliocy was being reasseased at

Federal agencies, systematically reviewed the entire United States
Code and regulations to idsutify any instances of smex discriminetion in
the law, and many States did the same. : '

Hhenever specific issues received attention, policymakers examined
the roles of both the Faderal and State governments in addressing eco~
nonic problems, Laws were revised to glve States gréater responsibility
in planning and administering employment~related programs, and greater
cooperation between goverment and the private mector was fostered,

This section reviews achievements in the policy area during the

Decade and indicates where steps are beiny taken toward further policy
development, . i

h 1

BASES FOR EQUAL EMPLOYMENT OPEORTUNITY
United States policy on squal employment opportuhity is made up of a

number of interrelated laws and exscutive actions formulated at different
times, Laws against sex discrimination in employment and training are
part of a whole fabric of laws to ensure fainr treatnment regardless of
race, oolor, religion, national origin, sex, age, and physical or mental
handicap. Employment practices must be related to the worker's ability

to perform the job, and impediments or barriers are to be' removed insofar
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as possible. Primary among the laws already in place at the beginning of
the U.N. Decade for Women were the following:

o the Efdual Pay Act of 1953, which prohibits employers from paying

employees of one sex less than e¢employees of the other sex for
substantially equal work in the “same establishment;

the much broader title. VII of the C:Lvﬂ Rights Act of 1964, which
prohibits discrimination in -all terms and conditions of employment

‘based on sex, race, coldr, religion, or national origin (hiring,

discharge, pramotion, training, compensation and benefits are all
within the reach of this act);

0 Executive Order 11246, as amended, which places additional obliga~

tions on Federal contractors to 'take‘arfi_mative steps to assure
that there be no discerimination in employment based on sex, race,
color, religion, or natiomal origin; -

__age discrimination against applicants or workers between the ages

of 40 and 65 (later amended to age 70);
Section 503 of the Rehabilitation Act of 1973, which requires that

. Federal ocontractors provide equal Job opportunity and affirmative

action for qualified handicapped persons; other sections in title
V of the act prohibit discrimination on the besis of handicap in
Federal employment and in ,pvograna or activitiss receiving Federal
funds; ,

Title IX of the Education ﬂmendﬁénts of 1972, walch pr‘ohi‘o:lta Bex
discrimination in any program or activity receiving Federal finan-
oial assistance, and the Weaen's Educational Equity Aet of 1974,
which provides grants for projects such as the development of non-
sexist ourrioulums and new techniques of guidance and counseling
to. broaden women's career choioss,

Many States enacted counterparts to thase Federal lews., Agreements
were developed to coordinate efforts ‘both among the Federal agencies
énforoing the laws and between Federal agencies and the Statea.

f' 0 the Age Discrimination in Empioyment Act of i%0T, which pronibvits
|
|
|
|
\
|

While enactment of the many nondisorimination laws repreaented a
significant commitment to equal opportunity, the application of these
laws to spacific areas of policy was far fram clear at the outset of the
U.N. Docade for Women. The world and national conferences and “plans of
astion® provided a supportive climate -during the periqd when 1. S. polioy=-
makers were testing and fine-tuning thess basic laws,
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ACCESS TO BETIER JOBS

Access to more skilled and to higher paying jobs has consistently
been a major objective of women in the labor force. All through the
Decade the media recounted "firsts" for women in work as diverse as
mining coal, conducting experiments in space as an astronaut, managing a
bank, or serving as a justice on the U.S. Supreme Court, While numbers
of wemen moved into Better jobs (see "Occupational Trends® in Part 1),
many wouen still met resistance, particularly in attempting to enter
‘high-paying, blue-collar jobs. b

- ~

Skilled Trades

In 1978 the Department of Labor issued regulations requiring affirm-
ative action for women in construction and in apprenticeship. ¥hile
women's participation in the precision production, craft, and repair
occupations is still not high, the gain over the Decade of 3 percentage
points, to 8.5 percent by 1984, has been significant. -

e e M e e e e e e e

In 1985 the Equal mbloyment Opportunity Commission (EEOC), which

enforces the Age Diserimination in Employment Act (ADEA) as well as the
Equal Pay Act and title VII of the Civil Rights Act of 1964, proposed
modifying regulations which have permitted age limits in apprenticeship
programs. Some programs bar entrancé to persons more than 26 years of
age. While most young men who enter apprenticeship do so shortly after
completing high school, some women become serious about learning a
skilled trade in their laté twenties or early thirties, after early years
spent predominantly on family rssponsibilities. Removal of age restric-
tions_in apprénticeship would ease their access to better jobs,

» . : >

nta i e tion

-

Voluntary affirmative action programs have been established by some
employers and in some collective bargaining agreements to offset deeply

and minorities. 1In 1979 the EEOC issued guidelines on voluntary affirm-
ative action plans, ~ Appropriate voluntary plans include an objective
self-analysis of the company's practices, identification of problems, and
reasonable measures to offset adverse impact of past practices. In
recent years courts ‘and policymakers have been rooxamining and challeng-
ing the use of numerical goals and timetables to increass the numbers -of
minorities and women in jobs to which they had little access. Debate on
affirmative attion is expeoted to continue in COngress,‘in advisory
bodies, and through litigation in the effort to find the most equitable
means of overcomi{lg systemic patterns of disorimination,

- 41 - S

ol 2

entrenched employment patterns that have had an adverse impact—on-women-




e the e

Since the early ,1970's both the number of women in the Armed Forces
and the variety of military occupational specialties to which they have
been assigned have increased markedly. From the mid-1940's to the early
1970's, women constituted less than 2 percent of the Naticn's military
.strength. 1In 1972 the Department of Defense, spurred partly by concern
that the end of the military draft in the early 1970's might result in
shortages of male recruits, decided to increase.the use of women in the
Armed Forcss, By June 1975 women constituted about 4.6 percent of the
total active military rorce and by December 1984 “they constituted 9.5
percent. -

In the 1960's,. only the traditional skills (primarily in clerical and
medical fields) were open to women in the military. Tg ayj, 611‘11& those
positions classified as combat or closely related mbat remain
closed, stween 1971 and early 1985 the proportion of. ‘enlisted military
skills open to women rose from 39 percent to 86 percent in the Army; from
24 to nearly 86 percent in the Navy; from 57 to 86 percent in the Marine

. Corps; and fram 51 to 98 percent 'in the Air Force. As of December 1984,
52 percent of positions in the Army, about 48 percent of those in the
Navy, 18 percent of those in the Marine Corps, and 93 percent of posi~
tions in the Air Force were open to women.

OFFICER AND éPl.lSTED CAREER OPPORTUNITIES

PERCENT OF SKILLS AND POSITIONS DPEN TO WOHEN ’ -~
DECEMBER 1064 .
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(The Women's Bureau is conducting research to examine the trans-
ferability of military occupational skills to women's post-service
employment, A brief desecription of the project is included in the
section on "Research Activities of the Women's Bureau,") .

On August 27, 1984, the Searetary of Defense announced ostablishment
of a Task Force' on Equity for Women to evaluate the effects of deferse
policies, programs, and Practices on opportunities for women and to
recommend changes where sppropriate, .

._é . . ' -

R *

Increasingly in the xast Decade women have begun to establish and,
manage thelr own businesses. . Congressional hearings on the difficulties
faced by women entreprensurs led to ths arésation of an Interagenocy Task
Force on Women Business Owners inm 1977 to foocus specifically on the
probledis and to make recommendations for action by the Federal Govern-
ment. The Task Force's report, issudéd in June 1978, contained recommen-
dations in the areas of legislation, regulations, capital formation, ~ .
credit, and Federal loans.and grants, i . '

To implement these recommendations an Interagency Committee on
Women's Business Entaerprise was formed, comprised of high-level repre-
sentatives from Government agencies, The Committee's mission was to work
with agenoies to expand Federal prosurement opportunities for women
business owners, increase loan opportunities, impiove data colleq%ion
efforts, and institute better outreach and management assistance pro-
grams. The Conmittee continues its work on behalf of women busineas
owners, . ' : /

L .

Executive Order 12138, issuod in May 1979, created a National ,{lomen's
Business Entemﬁ,ise Policy and outlined arrangements for the development,
coordination, and implementation of a-national program in this area.. The
exeoutive order mandated, among other things, &ll Federal departments and

agencies to take affirmative action in support of women's business enter-

prise in appropriate programs and agtivities, particularly in the areas
of Vechnical and management asaf{stance; training, counseling, and infor-
mation dissemination; and proqurement. In 1980 an Office of Women's
Business Enterprise was established within the Small Business Adminise
tration (SBA) to oversae the implementation of Executive Oprder 12138, in
cooparation with the Committee, and to administer the national progran,
The Committee developed language for a subcontracting clause to be usad
in'all prime contracts to encourage utilization of women business firms -
in subcontractirz activities. In addition, each Federal agency Invelved
in major procurcment activity was directed to establish a women-owned
business program under its Office of Small and Disadvantaged Business
Utilization. In this program the office develops agency procedures to
ensure yomen-owned business partiocipation in acquisition activities,
establishes and monitors women-owned business goals, and identifies
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program offices whose requirements for services are offered by thess
types of firms, - -
The SBA is the Federal agency with primary responsibility for provid-
. ing asaistance to women business owners. That agency provides assiatance
through programs that target direct loan fuuds to women, as well ‘as
through those which provide management and technlcsal assistance, such as
prograns established by the Small Buainess Develomment Center Improvement
Act of 1984. The technlcal assistance programs offer short-term train-
ing, comferences, counseling, and academic training on atarting and
running a business. SBA also produces and disseminates publicaticns to
inform women business owners of the resources available to them.

In a new initiative for womer business gwrers, the Prosident directed“"
the SBA in June 1983 to sponsor a seriss of conferences across the United
States Lo assist woman to "compete equitably in the tofal business envi-
ronment." These national conferences provided business skills training
fop women, as well as promoted private sector initiatives for access to

. corporate resowces for women business owners. Media outreach was
B included in the confgrences to emphasize the econcm'c contributions that
can be generated by successful women-owned bdbusinesses, '

To ensure the suocess of the Natidnal Initiative Program, strong

. private support had to be obtained. To gain this support the Preaident

.established, through Executive Order 12426, the Prasideat's Advisory

Coumittee on Wonen's Business Ownorship., The Commitfee, composed of 15

. membors, was charged with fostering private sector support (financial,

R educational, and procurement) for Women entreprenours, and with reviewing

the status of .womer~owned businesses in order to provide adyice to the
President and to the Administrator of thg Small Business Administration.

- EDUCATION AND TRAINING FOR BEITER JOBS

~

* Edvcation an. training have long beon seen as pathways te better jobs
for women, During the U.N. Decads for Women particular effort has been
made to eliminate narrow atereotypical thinking about the occcupations
women could enter and the education and skills they would need. This
effort to oxpand options and opportunities for women has pervaded Job

- training pyograms, vocational educatiun, higher education, and the
. acadenies of the nilitary services. . N

slob Training .

At the beginning of the Decade, employment and trainiug activities
and services were conducted primarily at the State and local level under
the terms of the Comprehensive Employment and Training Aot (CETA). Under

i CETA, local units of govermment called prime sponsors were granted funds’
to conduct Programs formerly administered by tho Federal Goverment, or
to design new. programs tailored to meet their apecifie looal needa. .

Q - .- “}6 -
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Although CETA was a step toward decentralization of eanploycont and traiow
ing programs, monitoring, overaight, ard acne progran reaponsibilities
'sb‘ul rested with the Federal Goverrmment. . -

. R v

CETA was replaced in 1982 with the enactment of the Job Training
Partnership Aet (JTPA). The new legislation, which bscame fully effec
tive October 1, 1963, differed from CETA in that tho role and rospon-
sibilities of the States in Job training prograns wers greatly incroased.
The States were made the primary recipients of funds and were givon the
princigal responadbility for program direction, sordtoring, and adairio.
trative functions previously carried out by the Faderal Government.
Recognizing the need for mivate sacgoz- input, resources, and expertize
in order for training programs to lead to gainful, unaubsidized employ-
ment, the private sector was given equal authority with its publ {c
partners in local' program” planming, policy guidance, amd overaight.
Local service delivery areas (SDA's) and private industry councila. *
(PIC's) thus shars responaibility for the outcoumes of participants in
thelr programs, cﬁ‘ < ” i

JTPA, 1ike its predecessor, carries a mandate to help propare cgo-
vomically disadvantaged indfviduals and those with serious barriers to
employment to be productive members of tha labor force. The act cats two
primary performance goals for adult training programs: reduced welfare
dependéncy and incrasased employment and earnings, Given thess goals, it
is clear that women were intended to be among the ¢rimary bopaficiaries
of the provisions of JTPA. In addition, general progran requiremants
atipulate that programs be developed that overcome pex stereotyping in
ocoupations ‘traditional for the other msex. JTPA alno prohibits dise
erimination bassd om racs, color, religion, and gex, among other faotoras.
It provides heavy enphasis on traleing for youth.

. The act stipulates that at least 90 percent of participants %ﬁh
SPA must ba individuals who are econcaically disadvantaged {that is,
living at or below the poverty level). In addition, welfars recipienta
are to be perved squitably and in relation to their woportion ¢f cconom=
ieally dismadvantaged persons., A majority of individuala 1iving.at or
below the poverty level are women; women also are a eajority of welfare
recipients, particularly AFDC (Ald to Families with Dependant Children)
recipients, JIPA,“therefore, targot® woumon as bensficlaries of their
training p gram in order to meet its mandates, ;

» ‘s
Up to/10 percant of local progrem participants zsy bto porsons who aro
not ecopcaically dizadvantaged but face sericus barriers to caploycent, .
such a3 geenage parents and displacad homemakers., JTPA also authorizes
the provision of suppertige aervices, particularly child cars, health
care, and transportation, tolindividuais who need it to partisipate in
the programy such as aingle Hpads of houssholds with dopendsint chiliren,

Undar’ JTPA} wemen's participation has fmereasad in the policymaking

3ida of the equation as well For example, each Governsr must enauro
that membership in tlLo State Job Training C:rordinating Couneil (SJ7CC)

1 4
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Sroasonabiy roprezents the populaticn of the State.” Also, the couneil
sust include represontatives of the general publie and ‘the eligible
population. Frivatc induatry councils (PIC's) nuat have a anjority
reprosentation of business menbers and include, anong others, repre-
=entatives Cron qommuni ty-based organizatiens (CB&¥s). Himen busiuess
ounes a5 well as CBOSs that zerve women have great opportunities to
reprosnt wamen's eaployment and training-interests.

Jdentdonnd Educatden

Early im the Ducado--in 1376--ncw larguage appeared in legisiation
autherizing Federal grants for State vooaticnal edusation progranms,
Modest funding provided for a Sex Equity Coordinator for each State,
grogeean Lo overcone Sox steceotyping and zox disorimination in voeca«
tionzl education, training of counselors in the changiug work pattorns of
wen, avd vo2aticnal education for displaced homemakers {longtime home~
pakers who bocause of widowhood or divorcs suddenly noed to prepare
the==slvea to enter or veonter aid employment). Reauthorized in 1981 as
the Carl D, Porkins Vocatfonal Fducation Act, substactial esphasis was
addad to prograca for weosen and, for the firet time, an industry-
aducation partnarship for training in high technclogy occupations was
establizhied, .

The law providis aszistance %0 States to expand and jpprove exizting
vota tioral educatlon prograns and to dovelop quality programs to moot the
nasds of the country's ourrent and futura work force. The language of
tha aob opsures accss~= to progress by individuals who have been under-
serveod in the past, such as handicapped and dizadvantaged individuils,
siagle parents and homenakors, porsona with linited Englizh proficiency,
woaen csd gen ontering nontraditional occupatizns, and incarcarated
indf widuala,

sost-of the funds aro provided through the basle vecational educatica
grant glven to each State, Tvelve percent of tho total kasie State grant
18 mwirdsd for two noy "special nseds® progeoms that will assist wemen:
1.5 poroont for progroas for aingle parents and housmakers, and 3:5 pers
cont for activities dosigned to eliminate nex blas or ntercotyping,
espaalally for young wauen agss 13 to 26. In adaiticn, the role of the
State sox-cqally esordinator has been atrengthensd considersbly, sineo
thiz poracn has rosponaildilivy for adninistoring both of these rew
i oadet.

Other activition authorized ty the legialation include consunor and
nunemaia s education grents, suppost zervieas to o provided by «ommund ty-
meed organizations, caroor guldanwy and counsoling prograns, and train-
ing in hipgh teabnelogy scoupatiods. Balingusl vocational tralning is
inoluded anorg apvelal activities that may recsive discretionary funds.
Such antivities can help now populaticas of ianigrant wonen bacomo
woduetive mexbers of thoip conmundtien.
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‘I;egislation in 1975 permitting wopmen to be appointed to the Army,
Navy, and Air Force Academies opened“still other career paths to weamen.
In 1985 a female cadet in the U.S, Nav_.l Asaa‘emy(ed her graduating

. Qlass.

Title TX of the Education Amendments of 1972

The strong impact of title IX of thé Education Amendments of 1972 was
felt throughout the Decade. Title IX prohibits sex discrimination in any
aducation program or activity receiving Federal financial assistance.
The .adnission of women on an equal basis to graduate schools in law,
medicine, and business administration has been followed by marked
increases in the numbers of women earning advanced degrees (see "Educa-
tional Attainment® in Part 1). -Greater access for women to sports
scholarships has ylelded some Olympic champions and wom_en‘entering
professional sports. Research grants, another necessity for advancement
in soma prof'essions, became more acoesaible to wcaen,

4 198l Supreme Court decision narrowed the application of title IX to
the particular program or activity actually raceiving the Federal dollars
rather than to the whole education institution whose program was funded.
Hembors ¢f Congress haVe introduced bills to restore full et‘t‘eotivenass
of title IX.

While titie IX prohibits discrimination, the Women's Educational
Equity Aot provides grant money to funi development of projects and
materials that of'fer alternatives to sex—atereotypical courses, counsel-
ing programs, and materials.

%

PAY BQUITY ~ )

¥Pay eqaity"; Maqual pay for jobs of comparable worth {or value)w;
*sax~based wage discrimination (or race-based wage discrimination)";
Yequal pay for work roquiring equal skill, effort, and responsibilityt=-
a1l are capresaiocns of a rising concern about tho issue of fairness in
wage-getting practices. Research, litigation, and initiatives by em-
ployers, State leglslatures, and trade unions are expected to continue
during the next decads sinoe the complexity of' the issue preolndes easy
or simple solutions. .

Research on the reasons for lqnﬁ»fhanding dirrerenaas in the median
oy batwees women and men has ldentifidd some nondisgriminatory cauwses
but hasz left unexplained a residual earnings gap attributed by some to
diserimination (aee "Barnings Differentiala® in Paft 1), There is agree-
ment that wenen are clustered in predomimantly low-paying otaupations and
that the more an ocooupation is doninated by women, the less it pays.
‘i‘hem also s agreement that ono approach to achieving better pay for
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(Lwomen is for more women to learn new skills and apply for a wider range

of occupations. Economists differ, however, about whether the skills in
occupations now held predominantly by women are undervalued and
underpaid, T ’ : /

J

Litigation

As noted earlier, at the beginning of the Decade -the Equal Pay Act of
1963 and title VII of the Civil Rights Act of 196l were already in place.
Both prohibit discrimination in compensation; neither incorporates lan-
guage about ®comparable worth.® The Equal Pay Act has survived many
challenges in the courts, and the U.S. Suprene Court has ruled that the
act can apply to jobs that are "substantially equal," not necessarily
identical. The Equal Pay Act specifically permits different pay for
equal work if the differepnce is based on seniority, merit, quantity or

quality of production, or any factor other than sex. These factors are
sometimes called the "four affirmative defenses,®

Title VII permits the same four affirmative defenses but does not
limit a finding of wage discrimination under title VII %o Jobs that are
equal. In County of Washington v. Gunthep, a landmark case decided by
the U.S. Supreme Cowt in 1981, female prison p:ards alleged intentional
sex discrimination because their pay was only 70 percent of the pay of
male prison guards. This pay difference rema’ned even after the county
had conducted a job evaluation which determinsed that the positions of the
female guards should be valued at 95 percent of the value of the, posi-

tions of the male guards. Becauss the jobs wore not equal the Equal Pa,y\
er, ™~

Aot did not provide a means of ending té wage differontiation. Howev
the Supreme Court ruled that the inequality of the jobs did not prevent
ralief under title' VII. The decision noted that the Cowrt had not itself
deternined the value of the different jobs, and courts generally have
been reluctant to do so. The decision ccnfined itself to the case at
hand and did not attempt to set criteria that would apply to future cases
on sex-based wage discrimination brought under title VI,

More recently a Federal district court found discrimination in a case
where a public employees union brought evidence that the State of Washe
ington had not implemented the results of its series of studies that
showed a 20 percent pay disparity betwesn prodominantly male and predon-
inantly female jobs requiring an equivelent composite of skill, effort,
and responaibility. Further evidence sstablisned occupstional segrega~
tion on the baslis of sex (advertisements for *male" aand "Pemale® posi-
tions and disparities in salaries between predominantly maie and femaie
entry lovel Jobs which require the same qualifications), This and the
admission by Stats officors that wages paid to employees in predominantly
fenale joba wora diacriminattﬁd the judge to a determination of
"direct, overt and institutionalized disorimination” in violation of
title VII. Ths case has been appealed by the State.
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A variety of cases alleging wage discrimination based on sex have
heen brought in the last 10 Years under title VII. In many cases the
courts found discrimination and in many they did not. The outcome of

' litigation when the jobs are quite different is not yet clear. I

A

Most States already have equal pay laws or fair employment laws
comparable to the Equal sPay Act or title VIXI or both. According to a
recent survey conducted by the Council of State Govermments, many States
are giving serious attenticn to the issue of pay equity. Legislative ORY,
administrative action to atudy the salary classifications of Staté’ em-
ployees is the action wost fre:{uently taken, Four States have moved
beyond study, taking steps to equalize pay levels bsiween jobs held pre-
dominantly by women and comparabie jobs held predominantly by men., By
appropriating monay to increase salary rates in low=-paid, female-
dominated jobs, they hope that gradual, good-faith corrective measures
taken now will make costly litigaticn unnecessary later. Other States
have turned down such measures but are monitoring the progress of pay’
equity st.udies elsevhere, ‘

Initiatives by Srade Unlons

A number of unions have taken leadership roles on pay equity.
Although unions dif'fsr on the emphasis that should be placed on the
issue, some see it as a basis for expanding membership, particularly in
occupa tions dominated by women.

Mong the strategies used by unions are litigation, supporting State
legislation directed at the salaries of public employees, and educating
their members through publications and meetings. Through collective bar-
gaining unions have pressed for a commitment to equal pay for work of
comparable value; more specifically, for employer/union studies of job
classifications and wage rates to detect disorimimation, "upgrading
'women's Jobs, ™ and negotiating "equity inoreases." A public employees
strike against a city govermmsnt and a strike by private university
employees to raise wages alleged to be undervalued in clerical and tech-
nical jobs won pay inoreases in the new contracts for predominantly
"women's Jebs." Grievance and arbitratd.on procedures also have been used
to correct wage inequities.

Inktiatives bv Employers

Today, employers generally support the concept of equal pay for equal
work (as defined in the Equal Pay Aot) and few Would quarrel with the
premize that wages should be based on work performed, not on the sex of
the worker, Nevertheless, employers raise serious conocerns about pro-
posals for equal pay for jJobs of "oomparable worth.® Among other
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things, they express the view that judges and courts do not have suffi-
cient technical expertise te determine the worth of a job and that
government intervention in salary determination would prove disruptive
and unworkable, and would lead to rising business costs and inflation.
They also fear that this rise in costs would hurt U.S., competitiveness in
world markets. /

Public emploJers and large companies have used job evaluation plans
and job classification systems for decades to, bring some kind of order
and rationale into the wage-setting process. However, employers stress
the need to take supply and demand into account in any wage-setting
system, Several employers nevertheless have taken steps to examine their
own job evaluation and classification systems as a part of assessing the
fairness of their own employment practices., For example, as new technol=~
ogy rapidly changed the content of jobs and the qualifications needed to
£ill them, one major company invited unions to take part in the conm-
mittees that identified job factors and estimated the importance of those

_factors, laying the groundwork for wage determinations. A number of

management consulting firms have specialized in providing legal and
technical advice to companies facing the complexities of reassessing
their systems of wage determination.

RETIREMENT INCOME PROGRAMS

i

Retirement income, important to all people, is oritical to women
because of their longevity. The federally administered Social Security
program, which covers most workers, provides monthly benefits to retired
workers and their dependents. While employers are not required to of fer
additional private pensions, those who do so have been required since
1974 to meet certain minimum standards.

It has been difficult for women, pafticularly those with fanmily

responsibilities, to meet the years~of-service requirements to earn a
private pension., The Retirement Equity Act of 1964 (REA) removes many

difficulties that workers--particularly women-~have faced in earning

their own pensions and in receiving retirement inoome following divorce

_or the death of their spouse,

The special work patternz of women are taken into consideration by
REA, Many women enter the work force after high school or college, work
a few years, marry, leave to have childrep, and then reenter employment
when the children enter or finish school. Before enactment of REA,
private plans coukd set 25 as the minimm age for participation. Women,
whose labor force participation rate is nearly 70 percent between the
ages of 18 and 25, Yrequeritly lost any pension rights they might have
earned in their early work years and had. to start over wher they resuméd
paid employment after childbearing. . .
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Under REA, a plan cannot exclude a worker from coverage after she or
he reaches age 21.and has 1 year .of service, In addition, years of
service are to be credited from age 18 after a worker becomes a member of
a pension plan. Further, liberalized "break-ih~service” rules help
families plan more effectively to t-est:ai?lJ pension rights when either
parent leaves the work forece for a period of time to care for infant
children, Plans must permit participants to 1eave and return to a Jjob
without sacrificing pension credits built up unless ke breaks in service
exceed 5 consecutive years or the amount of time the employee worked at
the Job before leaving, whkichever is greater. Uader a special rule
applying to maternity or paternity leave (including leave for adoption of
a child), an employee may he credited with up to 501 hours of service,
solely for determining whether a break in service has occurred.

In addition to making it easier for women to earn their own pension,
REA contains provisions that protect the retirement income of women as
wives, widows, and former spouses. All married participants with vested
benef'its (benefits to which the worker has a legal right, usually earned
after 10 years of serviee) must automatically be provided with an annuity
which provides for a sutvivor. A participant may waive survivor bene-

fits, but_only with the written consent of her or his spouse. Enactment
of t;his provision marks a shift from the premise that a pension . lenged

solely to the paid worker, whe had the power to exclude her/his spouse“

from survivor benefits even without any kind of notice. REA also cluari-
fied the fact that plan administrators can honor a court order assigning
berefits from the plan partieipant to pay for child support or al imony.

(Provisions somevhat comparable t;'o those affecting private plansg

under REA have been &nacted in separate legislation affecting pensions of
certain Federal employees. In the late 1970's and early 1980's Congress
passed legislation allowing Staté courts to consider Federal eivil
service and military retirement. benefits as marital property subject to
division in divorce settlements. Survivor benefits for civil service and
foreign service spouses were made mandat;ory unless waived in writing by
both spouses.)

While REA unquestignably will make it easier for workers to earn
pensions, significant problems remain, JIn particular, as technological
change makes many Jobs, in fact whole companies, obsolete, long-term
careers with a single employer cannot be expected. More portability.of
pension credit from one job to another, and reducing to 5 years the
service required to earn "vested benefits" are policy goals still sought
by several woamen's organizations.,. «

\

Still another pension issue important to women was settled by thé‘

U.S. Supreme Court rather than by legislation. It had been customary for
some companies to use sex~differentiated actuarial tables to determine
the payment and benefit schedules of employment-related annuities.‘ Since
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women as a group live longer than men, some plans required women to make

larger monthly payments into a plan to recsive the same fixed monthly

‘benefit as men in comparable situations. Conversely, if the contribu-

tions were the same, women were paid a smaller monthly benefit during
retirement, - . .

In a landmark case in 1978 the Court ruled that requiring women to
make higher contributions than similarly situated men are required to do
violates title VII of the Civil Rights Act of 195%. The Court reasoned
that although women as a class live longer than men and therefore draw
annuity benefits for longer periods, characteristics of a class may or
may not b those of an individual and that title VII requires that the
individual's characteristics nmust govern compensation and benefits,
Subsequent cases in 1983 and 1984 reinforced the same principle which
will govern future practices for employment-related annuities. An
attempt to enact legislation that would bar the use of sex-based rates
for annuities and other forms of insurance purchased individually (not as
an employment benet‘it) did ‘not 'succeed in COngress.

Soolal Security s
{

Policies determining retirenent :.neeme undor sccial security have
been under great scrutiny and debate throughout_the Decade. Because
sacials security is totally portable and because it has always automati-
cally provided benefits for dependents and surviving spouses the program
has been favorable to women. Changes in the earning patterns of families
and the increase of divorce, hcmever, have affected the equity of social

~

A provision that a divorced spouse had to have haen married to an
insured worker for 20 years or longer was reduced to 10 years, but there
is no prorated benefit for a former spouse who was married to an insured
worker for less than 10 years? Amendments in 1983 made changes liberal-
izing benefits for disabled widow(er)s, csrtain divorced spouses, and
surviving divorced spouges,

A central issue is whether the system of dependents! benefits, de-
signed decades ago, adequately smerves a soclety in which more than half
of the women-of ages 16 and over work for pay outside the home. In a
marriage in whioh both partners work, sooial mecuwriiy does not provide
commensurately for paid work by both spouses. For example, the law
entitles a wife (or husbanci) to a M"spouse benefit"® equal to 50 percent of
the husbandt's (or wife'a) benef'it, but a working wife who would be
entitled to both a "spouse™ and a worker benefit receives only the
greater of the two, The result is that one~earnor couples generally
receive greater benefits than two~earner oouples with the same total
earned income, o

A proposal for "earnings sharing®.would oredit 50 percent of the
combined annuval earnings of a married couple to eaoh spouse’s earnings
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t&goﬁd-., While, this proposal would benefit most two-earner couples, it
%ihulﬁ e@uce the income of a one~earner couple, which now gets the
Jinsured’worker's’ .beriefitl plus 50 percent more for the dependent, No
quick resolution of the issues can be expected, but continued exploration
and proposals from legislators and private groups is assured.

POLICY SUPPORT FOR DAY CARE SERVICES

The need for day care for the children of working parents has greatly
increased over the past 20 years and is expected to continue into the
1990's. More married women are entering the work force than ever before
and more are remaining at work during their childrearing years. For many
single parents with small.children, child care services enabling the
parent to work are a necessity. In addition, care services for elderly
or disabled persons frequently are needed while other family members
work. .

Federal policymakers have responded to the increased need for child
and dependent care services primarily through provisions in the Federal
tax law which provide tax credits to workers, tax incentives f'or empioy-
ers to establish day care programs, and tax deductions for those who make
charitable contributions to nonprofit day care facilities. Direct sup-
port for day care services is provided also through transfer payments to
poor persons to enable them to participate in training programs, look for
work, or continue working. Funds are available for meals served to
children in child care centers or in family day care homes.

Mmmmmmmm

The Economic Recovery Tax Act of 1981 (ERTA) provides for a tax
credit for a portion of the expenses incurred for child or disabled
dependent care if the expenditure enables the taxpayer to be gainfully
employed, _The credit is computed at 30 percent for taxpayers with
adjusted gross incomes of $10,000 or less, with the rate of the caredit
reduced one percentage point for each $2,000, or fraction of $2,000, of
income above $10,000 until the rate reaches 20 percent for taxpayers with
incomes over $28,000.. Expenses for which the credit may be taken are

limited to $2,400 for one dependent and $4,800 for two or more depend-

ents.

Tax JIncentives for Emplovers
.The 1981 tax law, ERTA, established a new category of tax benefits

‘entitled "Dependent Care Asasistance Programs.” Prior to the passage of

ERTA, some tax advisors feared that, without specific provisions in the
tax law, the value of employer-provided child care payments, services, or
vouchers would be inciuded in the employee's gross income ‘and taxed.
Now, as long as the requirements of the statute are met, the Internal

fo
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!rax inoentives which may encourage employers to contribute to child
care services are provided also in other Federal laws. They relate
primarily to investment credits and tax exempt features of contributions.

[

Devendant Care Assistance Programs

The child caré services allowed under a dependent cdre assistance
program include care at the parent*s home, at another person's home, or
at a oltild care center. An employer can provide services at an employer-
operated child care center or a family day care home, or the employer can
provide funds to cover any eligible services that the parent might
choose. Employer prog}ama which 30 not involve actual care for the
child, such as parent seminars or information and referral services,
would not qualify as dependent care assistance prograus.

A dependent care assistance program may be of fered by the employer as
an option in a "ecafeteria" style employee benefits package whrere the
employee selects the options she or he desires. The cost of the depend-
ent oare asai qtanee orogram is tax deductible for the employer.

m&mm

Tax incentive provisions of other Federal laws applicable to emplo:[»
ers include: accelerated cost recovery and a tax investment credit of 10
percent for capital expenses, amortization of ®"start-up® and tinvesti-

gator® expenses, targeted jobs tax credit for certain categories of ..
persons including part-time workers who might be employed by a center, .
and a variety of provisions relating to charitable contributions and tax-

exenpt programs. ‘

The Deficit Reduction Act of 1984 provides that capital contributions
by employers to Voluntary Employee Benefit Associations (VEBA) for day
eare purposes can.be depresiated for tax purposes over 5 rather than 18
years, .

Qther Federal 'Supports for Day Care .

o Persons who provide day care sc ices in their homes on a regular
basis for compensation'may claim a tax deduction for expenses
related to the use of the property for business purposes, Day
care inc’udes care provided for children, individuals 65 years of
age or older, or individuals mentally or physically incapable of
self-gare,
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The Child Care Food Program, administered by the U.S. Department
of Agriculture (USDA), provides reisbursement for nutritious meals
that are served to children in child care centers or in family day
care homes, To be eligible for funding, a private child care
center or an "umbrella sponsor® of famil, day care hames must have
a Federal tax exemption or be receiving funding under title XX of
the Social Security Act. The food reimbursement includes a base
rate for all children and increased rates for children fran low
income families that are eligible for free or reduced-price meals.
Reimbursement rates are revised annuvally. ’

o The Federal Govermment provides funding for day care services for
children of many persons at or near the poverty level. Under
title XX of the Social Security Act, funds are available to such
families for child care. Parents in the Aid to Families with
Dependent Children (AFDC) program may be eligible for an AFDC Work
Expenses Allowance to pay for child care so that they can find and
continue employment. Participants in the Work Incentive (WIN)
program are entitled to child care services that are necessary for

the participant to find,a job.

o Limited funding for day care services is also available under the
Job Training Partnership Act (JTPA) and the Carl D. Perkins
Vocational Education Act. .

o In 198l Congress passed legislation for the development of State
and local resource and referral systems to provide information on
child care and dependent care services. Additional legislation
also provides for development or improvement of programs to fur-
nish child care services before and after schowl for youngsters
ages 5 to 13. ;

PREGNANCY AND WORKING WOMEN

Despite general prohibitions zgainst sex discrimination, women
workers undergoing pregnancy and childbirth met spocial obstaoles that
called for the attention of public policy. Some employers fired pregnant
workers 'tho were well and able to work. Some school systems determined
for a pregnant teacher what month she should leave work and how many
months she must remain with her infant befcre returning to teach.

Y,
Many employment-related health insurance policies and temporary
disability policies applied to virtually every need for health care
except pregnancy and childbirth.

In 1978 Congress amended title VII to clarify the faot that dis-
crinination on the basis of pregnancy, childbirth, or related medical

conditions is unlawful. Thus, employers are required to apply the same
personnel policies to pregnant employees as they apply to other employees
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who are unable to work because of.a temporary disability ~c;n' heal.th condi-
tion. The Izw does not require employers to provide a specific number of

weeks for maternity leave or to provide any new benefit programs where
none exists,

A woman affected by pregnancy, therefore, receives no less and no
more protection than any other employee unable to work for other medical
reasons, The courts have ruled that the policy exténds maternity hWene-
fits to the wives of male employees where the company health plan pro-
vides benefits for the husbands of women employees, .

Women who work for an employer who has no sick leave or temporary
disability plan for any worker continue to be particularly vulnerable to
loss of job because of absernce from work for childbirth,

_ Only five States and Puerto Rico have enacted laws requiring tem-
porary disability insurance for all workers. Two State laws which have a
special provision for maternity leave exclusively have been challenged.
In both cases the State laws have been upheld and the courts rejected
arguments that such specisal provisions for maternity laave discriminate
against men on the basis of sex. The issue may receive further attention
by the courts. Family-oriented policymakers have muggested s comhination
of di3zbilily imsurance for all workers and parental leave without pay
for either parent to protect a worker's right to return to the same or a
similar Job. -

Pregnant women faced another obstacle with respect to some State
unemployment insurance laws, Under the Federal-State unemployrment in-
surance system benefits are paid to involuntarily unemployed persons who
are "able and available™ for work. However, swo States dented benefits
to any pregnant woman, even one who lost work in a general layoff and who
continued to seek work. 1In 1976 Congress remedied this problem by adding
a Federal standard that prohibits States fram denying benefits solely on
the basis of pregnancy for persons able and available for work.

Still another problem in certain work envircnments is reconeciling the
noed for protection from reproductive hazards with the goal of equal
eaployment opportunity. Some employers have adopted policies or prac-
tices which exclude wecmen >f childbearing age and pregnant women from
Jobs involving potential exposure to certain toxic substances (for
example, toluene, carbon disulfide, lead, and radiation) because of
possible damage Lo the fetus. In response, women and unions have used
union grievance procedures, title VII of the Civil Rights Act, and the
Ocoupational Safety and Health Act to opposa such policies or practices.
Whereas two oourts have found that forcing pregnant X-ray teéimioians to
leave their job is sex discrimination under title VII, another court has
rulsd that a company's "fetus protection polioy" is not a hazard under
the Occupational Safety and Health Act.

Proposed interpretive guidolixfe’s’ oii empioyment disorimination and

reprodustive hazards were issued by the Department of Labor ,and the Equal

.
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Employment Opportunity Cc-mission in 1980. Upon reviewing the comments,
the agencies concluded that the most appropriate method of eliminating
enpioyment discrimination in the workplace where there is potential
exposure to reproductive huzards is through investigation and enforcement
of the law on a case-by-case basis, rather than by the issuance of
interpretive guidelines. They thersfore withdrew the proposed guidelines
in 1981. '

OCCUPATIONAL SAFETY AND HEALTH *

Responsibility for United States policy on occupational safety and
health is primarily vested in the Occupational Safety and Health Admin-
istration (OSHA) of the U.S. Department of Labor and the National Insti-
tute for Occupational Safety and Health (NIOSH) of the U.S. Department of
Health and Human Services. OSHA enforces the Occupational Safety and
Health Act, develops and enforces mandatory safety and health standards
pursuant to the act, and assists employers in identifying hazardous
conditions and in determining corrective measures. NIOSH is responsible
for identifying occupational safety and health hazards, determining
methods of controlling them, and reconmending Federal standards to limit
the hazards.

Since the Occupational Safety and Health Act was enacted in 1970,
OSHA has adopted national concensus standards for more than 1100 harmful
physical agents and has issued proposed, final, or revised standards on
acrylonitrile, inorganic arsenic, asbestos, benzene, 14 carcinogens, coke
oven emissions, cotton dust, Dibromochloropropane (DBCP), ethylene dibro-
mide, ethylene oxide, lead, and vinyl chloride. Standards may set ex-
posure limits and/or require conditions, or the adoption or use of one or
more practices, means, methods or procasses such as engineering controls
or personal protective equipment reasonably .aecessary or appropriate to
protect workers on the job,

Both industry and unions have brought legal challenges to many of the
standards issued, and unions and public interest groups have filed law-
sults to compel the isauance of standards.

Nongovernmental organizations influence policy desvelogment through:
requests for standard-setting; commonts on proposed standards; legal
challenges to standards, the lack of standards, or unsafe or unhealthful
employment practices; research and development of reports, articles,
publications, and educational materials; sponsorship of or participation
in conferences; testicony at Congressional and other hearings; and the
creation of or participation on task forces, committees, and organiza-
tions that deal with ococupational safety and health hszards.

Since the late 1970's, renewed attention has been focused on the
occupational health and safety hazards to which women are exposed. Some
of this attention has been directed at occupational safety and health in
Industries dominated by or employing a substantial number-of women
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workers, or at health and safety hazards of particular interest to women.
For example, in 1980, the Women's Buresau and GSHA cosponsored a con-
ference on hazards in the textile mills, which employ large numbers of
women, NIOSH has funded research on industrial wrist injuries in women
and on cancer risks to commetologists, and in 1981, held a conference on
ocoupational health issues affecting clerical and secretarial personnel,

A task foree appointed in 1983 by the Assistant Secretary for Health
in the Department of Health and Human Services recommsnded that:

o studies should aim to reduce hazards rather than prohibit the

P employment of women in those occupations founa to engender

problems; / -

o atudies are necessary to determine thr:ﬁzealth effects on wonmen

being in occupations where large numbérs.of wcmen are not tradi-

tionally empioyed (for example, blue-collar work and upper 1eve1
management positions); and

o research should be expanded on the health ¢onditionsd of women in
occupations that are predominantly female, such as clerical work
and nursing, and on work in the home.

In 1978 OSHA announced the New Directions grant program under which
labor organizations, employer associations, sducational institutions, and
other nonprofit organizations were offered the opportunity to apply for
grants to develop centers of competency providing a wide range of work-
place safety and health education and reiated services. New Directions
grants have been awarded to, among others, ths Women's Occupational
Health Resource Center, the Working Women Education Fund, and the Coali-
tiog of Labor Union Women, which have developel materisls on such sub-
Jects as reproductive health, personal protective equipment, and heglth
hazards for office workers, Other grantees have developed materials on
occupational safety and health for women, health and safety for dry-
cleaners and for hairdresssers, hazards in the oclothing and textile
industry, ergonomics, Job stress, and video display temimla.

Some attention has been directed at safety and health isaues for

_i‘emale workeys in traditionaily male joba, for example, the issue of

personal protsctive equipment that fits women. 7he American National
Standards Institute standard for protective footwear was amended in 1983
and a separate performance standard for women's footwear added.

The military services have conducted and continue to conduct studies
examining the adequacy of clothing and shoes, tools, and equipment for
servicewomen, The International Safety Equipment Manufacturers Assccia-
tion has begun to work on size criteria for protective clothing that
takes into account male and female characteriatics (it has been pointed
out. that women's chest depth, hip cirocumference, and back curvature at
the hip are significantly larger than men's and that at every height-
weight combination men have significantly larger shoulders than women).
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Some attention has been directed at reproductive health hazards for
women and men, In nid-1982 Congresaional kearings NIOSH teatified that
in the United States little scientific attention was directex toward
wockplaca hazards to reproduction until tho mid-1970's. During the early
years of ressarch on the reproductive hazards of work, NIOSH esphasized
the hazards to women workers and the potential, dangsra to the gbvcloplng
fetus from exposures to the mother, The discovery in 1977 that exposwre
to DBCP was responsible for & pumber of health effects, including ateril-
1ty in expozed male workers, turned the attention of Loth rezparchers and,
the public to the potonti . for worknlace expesurss ts producs serious
reproductive effects in men, NIOSH is conducting latoratory and epideni-
ology studies and supporting research grants in a wide rarge of reproduc=
tive health projectg, At the same hearings, OSHA stated that few studies
have been conducted of the potential effect on ruman rofreduction 6f the
great majority of potentially toxic materials in the workplace and that
there is insufficient information on which to base regulation, other than
on a case-by-case basia,

In recent years, more and more attention ia being directed at alfoty
and health hazards associated with the use o new technology, such aa
video display terminals (VDT*a). In testimony before the 115, Congrean
in 1984, the Director of lIOSH recommended general gui “slinos on work-
station design, illumination, work-rest regirsns, and vi.. .n tosting.

Although the U.S. Congresa has held hearings on the health and safety
aspects of VDT use, no Federal legislation regulating ¥DT uze haa beon
passed. At least 14 Sfates have introducod legizlation and at «zast 3
States have pazsed laws to exanino probless assoelated with 4oT uze or to
regulate vorking conditions,

The computer and business equipmeont industry is reaponding to cone
cerns and questions about the use of YDT's through t.raining programs,
brochures, articles, and public seryvice announcementa. A 1984 aurvey of
14 enployers revealed that 10 had conmisaioned health orf repre. . ativity
astudies of problems associated with VDT'a and half had developad nealth
and safety polloy guidelines specifically related to VDT operators.

Some unions and other organizations have doveloped aample VDT con-
tract languagsa, guidelines, or bargaining roconmendations, or have
included VDT provisions in their mandatory bargaining prograz.

Conccrn also has been raised about poasible safety and health hazarda
in "high technology®™ industries, suach a3 the gemiconductor industry.
Women workers comprised 50 perceat of the work force in the aleatronie
component manufacturing industry in 1983. NIOSH h~: conducted hoalth
hazard evaluations of prodaction workers in soveral zcmicondus.ar ganus
facturing companies after receiving requests froa capioyers, workers, or
worker representatives, and in the late 1970°s and early 1280's conducted
studies of the photovoltaics and scmiconductor componént manufacturing
industries,
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SREIUAL RAD ARTMEHT

 Sdpnificant progress has boon nads on the difficult quesfion of
oexwnl herasmmuent ia the workoslace. Oneo thopght tu ba legally undefin-
cble ang to L expocted as iardt of the Job, zsxucl harasment ngy has
bean olearly roled an unlaowfuel prsctisze under title ¥II of tbd Clvil
Rights Aet of 1254, ihe ¥gual Eaployment Opportunity Commission's
whudelinns. on Flaerimination Bocanae of Sax® provide that unwelcome
Senal advar.ns, reuests for soxual faveors, and other verbal or physieal
comuct of 2 zoxnl ratwe constitute sexual harasement wWhens

& Sabmilgcdon to such gonduct is mads cither oxplicitly or implicitly
8 term < ognditlon of an fncividezl's employrent;

o Subwmizalon o or rejestion of such conduot by an individual ia
used an the gl for employront doclaions affecting that person;
or

© Such eunduct ham tho parpoas or effect of unropsonably interfering
with an Individualvs werk porformance or ereating an intirddating,
tostile, or offenadve worilng enviromsont.

wapleyers have beon héld accountnble for the acts of thelr super-
wi’mra ¢eOn when tho enployer has boor unavard of the heraszment. Fur-
ther, caployer: are responaible for soxual harassment by coworkers,
austoemorg, andé othor third paritios whera the employer knew or chould have

kmoun of the conduct and A1d rot take fwrediate corrective action,

Courts hove hold that an euployee who is uaable to obbain proteotion
frea the esployer for tho harassment muy quit the job and sue ap if dls-
charped,  Courts have swardad pay antil roinstatement with protection
coiest horasamant or until a now Job with equal pay has beon obiainpad.

Soial horassment has boan found to ba also in violation of State
tort lawo ard o State loaw against the invasion of privacy. Sovere
ipstances of soxual harassaent invoelving such things as oxtortlon,
a=xnault and battery, or apreific sox spices fall under cariminal as well
ny tort statutes, Disnimesal of o vietin who fajlled to conply with a
=zuprior’ s acsual demandz can bo tha basis of a suit for breach of con-
Lratk o Im nome States rexual haracamert is considercd lezal %or se® for
gquitting a Job oo that & forger employeo would ho eligible for unemploy-
eont sonpensaticn, but in othor States tho reversoe is trus. Case law on
comal herassment 1s otill ovelving.,  Clasa actiens are rare as oach cade
Lz exanined i tho licht of tho tatality of evidence submitted,

Proventative nc..:x;mi'ca which msy maka an capioyer less vulnerable to
ezl astion fncduds the following:

o irsuins a olesyr pelioy omaingt sexudl haraszaont;
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o incorporating appropriate training on sexual harassment into
supervizory and management courses and new employee orientaiion;

o developing and publicizing an abpvopriate means for victims to
seek redress from harassment; and

L]

o taking immediate action aguinst employees who violate the policy.

BQUAL RIGHETS UNDER TME LAW

During the Decade, major efforts of a number of w-aen's organizatioxis

. foocused on an attempt to secure ratification of an amendment to the U.S.

Constitution that would have provided: "Equality of rights under the law
shall not be denied or ahridged by the United States or by any State on
account of sex. The {ongress shall have the power to enforce, by appro-
priate legislation, the provisions of this article." Thirty-five State
legislatures voted for ratification before time ran out in June 1982,
threo States short of the number needed. (Ratification requires approval
of three-fourths of the States withiic a specified time.,) While the Equal
Rights Amendment (ERA) was introduced again in Congress, legislative
energy recently has been invested more in economic and educational
issues. Sixteen Statea have enacted equal rights provisions in their
State constitutions. -

In a separate approach toward achieving equal rights under the law,
the past three Presidents have authorized review of all luws of the U.S.

Code as a step toward removing overt sex discrimination or policies that

have an adverss impaot on women. Many such laws and implementing regula- ,

tions have been amended to remove discriminatory language, and an omnibus °

bill before Congress early in 1985 would amend most remaining instances
of laws that treat women and men differently.

In 1981 the President undertook a special initiative that 1nv'ited ths

Governors of all 50 States %o examine thelr State codes wilh the purposs
ot identifying and correcting discriminatory laws. Most States have pare
ticipated in this Fifty States Project, sharing information and expertise
with one another, and with the 0ffice of the President.

INTERNATIONAL POLICY EMPHASIS ON WOMEN

The worldwide focus on women during the United Nations Decade for
Wonen provided many opportunities for representatives of the United
States to learn from and contribute to discussions of policies affecting
women in the economy of other nations, Task forces and agenda items in
the meetings of the Organizaticn for Economic Cooperation and Develomment
(OECD), the International Labor Organization (ILO), the Organization of
American States, and other regionesl bodies were directed toward the
elimination of discrimination and full integration of women in the devel-
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opment of their respective countries. The U.S. Congress also has sup-
ported this goal, For example, legislation enacted in 1978 provides that
the Peace Corps is to be administered so as to give particular attention
to programs and activities which tend to integrate women into the na-
tional economias of developing countries. Al=¢ in 1978, international
developzent assistance legislation required that U.S. bilateral assis-
tance encourage the improvement of women's status as an important means
of promoting the total development effort,
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Part.3. RESEARCH ACTIVITIES OF THE WOMEN'S BUREAU

OBJECTIVES - - T * -

L4

During the latter part of the f)ecade, the Women's Bureau of the U,S,
Department of Labor initiated five major research studies to gain more
knowledge about wedien's employment opportunities in specific areas. The
research findings will be used to develop policy positions, identify
areas of neéd for demonstration projects, and contribute toward the for-
mulation of‘legislution and programs addregsing women's employment and
training needs, :

F] L)
[N
P
L &5 . N .

RESEARCH FOCUS AND FINDINGS

The research activities, begun in 1983, focus on: the impact of

technological change on women's employment opportunities; needs of .

immigrant, refugee, and entrant women; career transitions .of women in
professions; the impact of job dislocation; and the effect of military
service on post-service employmer}t of women.

- - P

Considerable effort and money have been expended on developing and
marketing highly ‘sophisticated word and information processing equipment.
Although over 16 million Atericans--80 percent of them women--work in
clerical and other administrative support jobs, comparatively little
reSearch has been done on the impact this rapidly changing technology is
having ani’ will have on clerical occupations and the people whe earn
their.living in them. : ‘ :

The Women's Bureau has made a focused attempt to find out what is
happening to women workers as a result of technological change, Knowing
that research on the subject of wemen and micro-electronic technology is
minimal, the Bureau sponsored a research conference to help determine
what is already known, what information is lacking, ¢2d what kind of
research is needed t0 answer these critical questions,

A basic question in assessing the future of any cccupational field is
how many and what kinds of Jobs will there be. By increasing produc-
tivity and changing office procedures, computer-based technology has a
vast potential impact on employment prospects in clerical occupations.

What we don't know--and what we must find out-~is how fast office
information processing technologies are spreading, how the equipment is
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being used, and which occupations are being most impacted. The answers
to these questions are of more than academic interest, not only to mil-
lions of women who work as bank tellers, secretaries, recepticnists, and
t.lephone dperators but also to education and training institutions. To
prepare tomorrow's work force, these institutions must know tomorrow's
_ Jobs. .

_ Based on the recommendations from the conference and the expertise of
specialists in the field of technology, the Women's Bureau is developing
a series of publications to address such topics as the quality of the new
jobs being created, the number ard types of new jobs, the training and
retraining needs of workers to obtain these jobs, the impact of women
working at computer terminals in the home, and the potential for disorim-
ination in "back office™ electronic pools.

A

Jmmigrant, Refugee, and Entrant Women .

The impetus behind this project was the realization, on the part of
the Women's Bureau, that the United States has received thousands of
foreign-born women since 1980 and that there is no clear understanding of
their status in the labor force and their movement toward economic self-
sufficiency. This project focused on dn assessment of the needs of women
who arrived recently in the United States as immigrants, refugees, and
entrants. It also analyzed the programs and policies intended to fatili-
tate their entry into the labor market and their movement toward economic
self-sufficiency. The groups studied were the Southeast Asian, Haitian,
and Hispanic women, ’ .

A major finding of this study was that, though these women may come
from very different countries and backgrounds, the commonality of their
needs is remarkable. They need to be employed. Some of them are single
heads of households, and others share the responsibility of providing
income needed o support a household. Thus, their economic survival and
the survival of their families depend upon their ability to obtain
employment. ) ) S

L.
Many immigrant, refugee, and entrant women are in the labor force,
but they have dead~end, minimum wage jobs that force them to rewain
dependent upon cash assistance programs and other forms of support. The
major reason these women are in dead-end jobs or locked out of employment
opportunities altogether is that their proficiency in the English lan-
guage is severely limited--the better the person speaks and understands
. English, the.more likely she is to find and keep a job. However, even ifr
their mastery of-English and vocational skills were sufficient for
employment, these women would not know how to get and keep a job in
America. Reading "help.wanted" advertisements, filling out application
_forms, and calling the employer if they cannot work a particular da.JL are
all unfamiliar concepts of the U.S. work ethic.
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Aggravating this situation is the fact that the job skills which the
majority of these women.possess are not needed in the United States.

Although many of them worked outside of their home in their own country, .

their work experience in rural, agrioultural societies did not prepare

them for employment in an urban, industrialized enviromment. Thus, they )

are ill gquipped to do wnrk.other than unskilled 1abor--t:he iobs that
fonce them to remain dependent upon welfare,

Another obstacle to these wemen's assimilation is their incomplete
soclal adjustment. Not only must they cope with extreme culture shock
and the traumas attendant upon leaving their homeland, they must do it
Wwithin the context of changing family and community structures., The
problems stem from both their experiences prior to arriving in the United
States and their “experiences after resettlement, such as family and
generational conflicts precipitated by changes in family members' roles
and differing attitudes toward their neq culture, ‘.

While some appropriate training, and employment opportunities do
exist, many women cannot take advantage of them because they do not have
access to child care and transportation, They hLave no one to care for

their children, or they cannot afford to pay for child care services on .

their limited incomes, Lack of transportation is an obstacle for similar

reasons--either no car or money for gas, or no publie transportation‘
ravallable or money for bus fare, I c o

- .
. . N
T

The obstacles facing these women will not disappear of their own
atcord., The single greatest nead is for programs that develop the lan-
guage skills, vocational skills, and employability skills. While lack of
marketable job skills and negligible understanding of the American world
of work cofistitute serious barriers for immigrant, refugee, and entrant
women, their limited English language proficiency appears to be the major
obstacle, (A*chen's Bureau demonstration program on job training in
food services “For immigrant and refugee women ig described in the section
~on- t’l/;echan:l.smsz of Change.") .

Increasing numbers of women in the Unmited States are entering the
labor force and working in jobs that were once the province of men, The
overwhelming majority of wamen in professional occupations, particularly
those between the ages of 35 and 55, work in traditionally female pro-
fessions-~-teachers, nurses, social workers,; librarians, among others.
However, the norm of holding one job or continuing in one profession ®or
life has given way to an increasing incidence of transition in jobs and
professional work.,. The pattern is more readily observed and amply
described in the literature based on the career transitions of males,
Little attention has been given.to career transitiona experienced by
women,
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This research project is targeted specifically at identifying under
what conditions job changes occur for women in professional occupations.
Recent socio-economic trends have contributed to the increased prevalance
of job and profession changing and other types of career transitions for
women. These trends include: occupaticnal crowding which results in
shrinking demands and involuntary exit transition} continued demand for
more specialized technically-oriented personnel, personal dissatisfaction
in unrewarding and dead-end jobs, a re~-examination of work versus family
priopities, plus expectations for a longer life span. The published

"report of this project will include research on the present state of the

art of career transitions, identification of patterns of job changes, and

. an investigation of established programs and practices that have assisted

in the recduction of unemployment, and have enabled women to tr'ansfer
successfully to another career.

t‘o slo

b ™
ES 4

A significant proportion of workers who are being displaced from jobs
due to plant closings and technological change are women. An examination
of these female dislocated workers is necessary since, on average, they
come from occupations and industries which are dif‘ferent from those where
men are dislocated. These dislocated women were most likely employed as
sewers and stitchers in the textile and apparel industries, while the men
worked as production operatives in the "autcmotive and steel industries.

Important reasons for giving speeif‘ic eonsideration to women and job
displacement are the differing labor force experience and general labor
market segregation of women in lower paying jobs within occupational
groyps compared with men in the same group. In addition, many women have
the dual role of homemaker and paid worker in the market place. In
general, women Work cutside the home for the same reasons men do--
economic need. However, planning for programs to assist dislocated
workers must take into account and consider issues relating to women.

Results of the research study will provide an economic profile of

_dislocated women workers, assessment of the differences between male and

female workers who have been displaced, evAluatior of governmental
poli~fes to assist these women, and recommendations for any policy
changes, as well as special projects designed to address the speeifie
transition problems of dislocated women workers,

e tv rv Qo ona .

The latest figures on the female veteran population\ndica te that the
number of female veterans is growing slowly but steadily. In 1984 there
were nearly 1.2 million wemen veterans, over 4 percent of the entire vet-
eran population. The upward trend is expected to continve. It is cur-
rently estimated that the number of post-Vietnam era female veterans will
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grow annually by about 21,500. Therefore, an increasing number of

younger women will be in the female veteran population.

This research project is examining the effects of military service on

women's post-service employment and the tranferability of military

~ occupational skills to the civilian employment market. It will identify

what further training and rétrdining efforts are required to accomplish
the goal of Suitable employment and career tracking for these women.
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Part IV Progmm Components and Mechanisms
~ Used by the Women’s Bureau to
Improve Employment Opportunities
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Fart A. PROGRAM COMPONENTS AND MRCHANISHS USED BY THE WOMEN'S BUREAU
TO IMPROVE EMPLOYMENT OPPORTUNITIRES ’

OVERVIEW

During the U.N. Decade .for Women, the Women's Bureau tested new
concepts and cunducted experimerntal projects designed to expand women's
employment opportunities and eliminate barriers to their full participa-
tion in the labor force. The Bureau alsg strengthened its cooperative
working relationships with a number of entities that are r ponsible for,
or assist in, the training and employment of workers--Fe eral, State, and
1ocal government agencies; educational institutions; business and indus-
try; trade unions; community-based organizations;. and women's
organizations.

The experiences of employment and training progsrams in the ynited
States have produced a system of supportive and Lechnical services that
address the specific needs of women, The system includes components or
elements which have proved effective in preparing women for employment

\ . and facilitating their movement into the labor force. Although most of

the components are applicable to employnent programs that assist any
groups to enter a range of occupat! ial areas, the Women's Bureau has
focused mainly upon models of training programs that feature nontradi-
tional Jobs because of the potential for improving the economic status of
women and especially providing a route out of poverty for many. The
program components therefore include strategies and processes for
removing barriers to women's participation in these Jobs., -

The Bureau enedurages weaen to consider nontraditional occupations in

"all categories--professional, technital, managerial, skilled crafts, and

othurs-~in which women may find more jobs structured for upward mobility
with increasing skill and responsibility, Emphasis has been placed on
getting women into the skilled and apprenticeable trades because of the
stereotyping and discrimination that prevented their easy access to the
better’ paying nontraditional or male-dominated jobsw~-defined as those in
which 25 percent or fewer women are employed. The fundamontal reason why
the Bureau advocates that wemen consider nontraditional ocgupations in
their career plans is that they offer higher pay, better fringe benefits,
a wider variety of work schedules, greater job seowrity, and more oppor-
tunities for advancement than are offered by many traditionally women's
ogcoupations. Women also are being encouwraged to enter the growing number
of high technol:gy Jjobs, many of which are mixed--that is, not dominated-
by males or fewmales.

As women joined the labor force in rapidly growing numbers, primary
concerns were to improve women's access to training and to occupations of

»
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their choice. There was also a focus upon outreach, especially to help
low income and minority group women overcome employment disadvantages.
For the first ¢ime, in 1977-78, the Bureau began to develop and secure
Sunaing for projects deaigned to demonstrate techniques for moving women
into skilled trades and other nontraditional jobs, and for helping minor-
ity women and other unemployed and underemployed women find aMep

‘Jobs,

The Bureauy assumed a strategic role of educating the general publiec
abocut the need for women's wide range of occupational choices. At the
same time, the Bureau enhanced its position and ability to provide
solutions through the direct funding of research and demonstration pr~-
jects, Using limited resources from the Employment and Training Adminis-
tration of the U.S. Department of Labor, the Bureau funded experimental
projects which ddised innovative techniques for meeting the unique needs
of various groups of wumen including single heads of households; ex-~
offenders or immates in correctional institutions; business owners; and
rural, teen, and minority women.

To develop and implement projects the Bureau sought organizations
with a capability to provide a range of services and with some sensi-
tivity to the special needs of wamen., For example, as more women became
aware of opportunities in the fields of steady occupational growth, as
well as skilled trades and apprenticeship programs, a number of special-
ized services or components were utilized to assist them to obtain admis-
sion. After more than a decade of experience and field testing in a
nunmber of cities across the country, programs have been developed for
offering information, training, and support to wcimen who are considering
nontraditional careers.

The components included in such programs vary, however, with the
needs of the specific group and the purpose of the project, the avail-
ability of resources in a local community, and the responsiveness of
those resources to serving women interested in nontraditional employment.
The availability of funds also dictates the extent to which the com-
ponents can be provided.

PRCGRAM COMPONENTS

The principal concepts or primary components of emiioyment programs,
as described below, have been adapted across the country to address the
special needs of target groups. They are: outreach; recruitment; coun-
seling, assessment, and test preparation; training referral; skills
training; job development and placement; and followup. A physical fit-
nes omponent is often required in preparation for nontraditional
employnent, .

. -m- 80



Outreach .

The primary function is to reach out to the public to promote general
awareness about and interest in a particular occupation or employnent-
related program. Outreach is also designed to educate and to disseminate
information on program activities that respond to the concerns and needs
of the target population. In addition to reaching eligible women with
information about training and employment opportunities, an objective
also is to reach role models to solicit their participation in providing
positive reinforcement and mentoring for girls and women who may be
considering nontraditional careers,

Regrud tyment

This 1s a very specific targeting component. It narrows the group to
be served from the public at large to specific groups of women, for
example, youth or women who are the sole support of families, Many women
who participate in Women's Bureau projects have not been reached through
the usual recruitment methods. Therefore, specialized approaches are
necessary to convince women of advantages and benefits of programs
designed to meet their special peeds. The recruitment phase continues
the education process, as it provides for systematic orientation of wbmen
in a supportive setting. When a program develops a compr ehensive plan
for ongoing recrultment, women are identified in advance as potential
"applicants interested in the program when it begins accepting applica-
tions.

A viable recruitment plan may include the folléwing strategles:

0 Wide dissemination of a good brochure that describes the programts
services. to women who wish to become employable or employed,
especially into communities identified for specific targeting;

0 Use of the media tq reach’ potential program participants. A
nonprofit organization can accomplish this through the use of free
public service announcements provided by radio and television
stations; ' {

0 Development of linkages with other organizations serving women in
the community such+as coordination with public social service and
employment agencies to identify potential program participants,

. The communication will provide a source of referral of women
interested in rontraditional employment and will provide informa-.
tion regarding the services available to women;

« 0 Special projeot;]effective in reaching a wide range of women, such
as sponsoring career fairs for the trades in codperation with
local contractors, or having local elected officials proclaim a
day or week for nountraditional working women and arranging events
throughout that period to highlight program activities.

.
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Lounseling

The skill, interest, work and life experiences, and lovel ol educa-
tion and training of indiv idual wamen determine the enount and type of
counseling needed, A major goal of this component is to help applicants
make employment decisions and narrow their areas of interest. Thercfore,
adcguate information and exposure to the demands of tho lator market are
necessary to facilitate weil-informed decisions. In addition, women
often need help to solve problems they experience bacause of their life

circumstances, and which become barriers to their oppor tunitiea for
training apd employment,

“Both individual and group counseling sessdions provide excellent
opportunities for sharing information aind they may afford weaen their
first opportunity to discuss working in nontraditional settings. . Indi-

vidual counseling offers an opportunity for women to discuss personal

employment-related issues that they may. find diffiicult to discuss inp a
group situation. For example, scae women may need supportive zervices
relating to financial, legal, or health care; child pare arrangeaentis;
transpor tation; books tuition; ¢lothing; or equipment. Group sessions,
on the other hand, offer peer support and ahared information which may

‘range from employment rights in the e /ont .7 sexual harasament; to job

aafety procedures, to detailed information about nontraditiomal dooupa-
t.ons--the skills, training, education, and entry requirements, anrd how
ta find gnd keep jobs that offer good wages and benafits,

> -«

Assesmment

-

* '

. The assessment process helps applicants to oveluate realistically
their alternatives by defining their levels of learning, aptitudes,
abilities, behaviors, and interests. It helps Women transfora their
basic skills and abilities in preparation for entry into the world of
work, especially nontraditional jobs, and helps them realise their
potential as workers. J

Jeat Prepargtion .

Tutoring for test preparation may be a naceszary part of employmont .
and training programs. Even if ®xaminatioas are rot required for adnisze
sion into training programs or for entry level jobs, tuhoring may be
necessary to ensure advancement beyond entry level poaitions, When tho
job being considered is in the skilled tradas, tutoring should be trads
specific, However, since most appreg%p and trade examinations
require aptitude in the technical scien rtioular emphasdis should be
placed on mathematics, problem-solving, spatial ralationzhips, mechonical
reasoning, blueprint reading, and English. Some trades may require basie
knowledge of phyaiocs or chemistry. Strategies for redveing math anddety,
if it -is a problem, should be included in.the tast preparation procsoas.
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Tealnine Referral

This conponent conpoots women to viable tralning resources. Many
somen are not aware of clther tho broad range of occupations or the
training avallahble to them; conversely, many trairdng programs are not
aware that women are intersated, Therefore, this part of the program
acts to link wonmea to high achools, community colleges, technical
schonls, or other training opportunitiea.

k¥hon considering the skilled crafta, preapprenticeship training is
szzontial for participants who have little or no experience and knowledge
of the tools and skills used or have not made a decision on the occupa-
tion they wish to purswd, Some participants may not need preapprentice-
ahip training but nay bonefit from other services such as preparation for
¢ral Interviews or infornmation on.adnizssion requirements. Other parti-
cipants are roforred directly to an apprenticeship program or industrial
czploycoant,

Sdlla Tradnies

Tais component wrovides wonmen aoonese to skills training programa. It
inoluden classrom training, internships, and on-thé-job training in both
traditional and' nontraditional areas, It ia moat effective when the
training 13 goared to an available job or occupation that is generally in
dc:!aml ina given labor narket,

¢ ent o aconont

The objeotivd of this componsnt is to natch the right woman with the
right job. Job dovclopment identifiea the noods of employers for workers
with spocifiec skilla and abilities. It alse dotornines where ,expanding
Job opportunitien exist in the local area. To ‘carry out this function, a
careful labor narkot o Wysis is nocessary. This process also ansures
that eapaoeis ia not placed on any particular area of employment, such as
tho construction, mechanical, or the mot+d workipg tradss; or food prep-
aration and health fields, to the oxcluaion ¢f other newly developing
ocoupational ohelces, such as o) eoctronioa and computer appiications.
Jobs with doorcasing employmont opportunities in one geogt'aphical area
moy be lmx‘geamno in ancthep, !

The Job dovelopnent and placenent function requires consistent con-
tact aed fellowup with personnel direotors; equal employment opportunity
officora; ard reopresntatives of tuilding trodos councils, labor/manage-
zent officaa, the State Appronticeship Councils, chambera of commorce,
ard tho State Job Serwico,
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Followup

Follow~up activities are essential if a program is to maximize
plaeemept and retention of women in nontraditional jobs. Effective
followup, through technical asgistance and probletd-solving advice, helps
newly hired women as well as employers during difficult periods of
adjustment. Womea are encowaged to form or become involved in support
groups to share experiences, information, resources, and solutions to
Job-related problems.

Followup after placement should routinely include: interim employ-
ment assistance; assistance in achieving upgrading; encouragement; and
the assistance of experts to discuss legal rights, procedures for conm-
plaints, and other relevant issues as necessary. -

Phvsical Fitness

' ?

The physical demands of many nontraditicnal Jjobs require that a woman
possass same degree of fitness and stamina. Therefore, a physical .'it-
ness component is es.sntial when preparing women for such occupations.
Generally, the regimen includes exercises and tests that develop strength
and ability relevant to the job for which the appiicant is being trained.
It also may includa exposure to noise levels ar® excessive heat and cold
associated with different occupationa, as well as information on appro-
priate dress and diet needed to endure or tolerate the demands of the
Job. - .

PROGRAM EVALUATION ' .

Evaluation is an essential tool to ensure the effectiveness of a
program. A good evaluation instrument should be designed before progran
implementation in order to establish a system for gathering adequate data
that, through analysis, will determine if the program is meeting its
goals. Ongoing monitoring and evalunation of programs also may enable
program staff to recognize emerging problems before they become a threat
to the effectiveness of the progran.

JIndicators of Prozrsm Fffectivenoss

Programa genorally have different objectives which suggest the kinds
of indicators of effectivensss for program evaluation. For example,
indicators for skills training programs ine ide measures of participants!
attaiment of relevant skill competenciea reflected in test scores or
instructor evaluations and how well tlie attaimment of these competencies
predist job placement and retention rates, Indicators of the effective-
ness of programs to provide occoupational information measure changes in
garticipants'. knowledge and changes in attitudes toward nontraditional
jobs. For programs in which the activities are related only indirectly
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to the elimination of discrimination, indicators of changes in the level
and scope of recruitment efforts by employers and unions and changes in.
the number of women gpplying for nontraditional Job openings provide
measures of effectiveness,

These indicators measure success in improving knowledge and abilities
believed to be associated with econmmic gains for partieipanus. They are
used in process evaluation. Impact evaluation determines whether econom-
ic gains for participants would have occurred without the program, and
focuses on changes in enployment and earnings as the major indicators of
program effectiveness. The decision on whetlier a program should be tar—
geted for a process or impact evaluation is based on the intended use of
the results and the allocation of resources to conduct the evaluation
program,

Evaluvation Objectives

Evaluations are likely to collapse into an effort to reconstruct
program activities if evaluation is not considered an integral part of
the design of a program and treated equally in importance with service
delivery components, Ceeperation between program planners and evaluators
is necessary to spacify program objectives in terms suitable for measure-

ment, to distinguish between primary and secondary program objectives,
and to define data collgetion reguirements,

The most important question that planners and evaluators must answer
is the use of the evaluation results-~whether they will be used to adjust
the mix of program services to achieve :the best results from_a given type
of program or whether they will help decide on reallocation of resources
between different types of programs., Evaluatison studies for program
development compare successful projects to determine which characteris-~
ties account for success and whether the favorable outcomes can be repli-

cated, Studies for resource allogation incorporate a representative._

range of variation in program models and success rates to determine
whether outcomes across programs are simifieantly different from thoT

. that would have ocourred in their absence.

MECHANISMS OF CHANGE

Through the operation of experimental or pilot programs, the Homen's
Bureau has developed m¢chanisms that have inoreased its base of knowledge
about specific groups of women and have demonatrated better techniques
for outreach and service to thes. Many of the Bureau's ongoing prograns
and activities do not require special funding. The approaches and strat-
egles of both the ongoing and specially funded programs represent the
mechanisns by which change is' accomplished for the benefit of large
mmbers of wamen, partiocularly as successful projects are replicated
throughout the Nation, Following are descriptions of a number of Women's
Bureau initiatives which Have utilized all or some of the components
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described in the previous section, or have pursued other promising
strategies.

"Employer-Sponsored Child Care Strategies

Throughout the Decade, as well as in prior years, the Women's Bureau
addressed the issue of child care. In 1982, however, the Bureau inten-
sified its foous on child care as an issue of the highest priority facing
workers, particularly women workers, The need for reliable and afford-
able quality child care is recognized as a continuing barrier to improv-
ing training and employment opportunities for large numbers of women.
Building on its previous work in this area, the Bureau began an initia-
tive to promote employer-sponsored child care systems in the private
sector by encouraging employers to take advantapgs of tax incentives and
other benefits associated with the availability of child care to employ=-
ees. Using a national and regional approach, activities undertaken
included the development of pilot projects to demonstrate a variety of
options and services which respond to child care needs, provision of
technical assistance to employers and other individuals and groups
interested in addressing the child care issue, and the dissemination of

informaticon relsvant to0 ths nssd for and responses to child care,

T™e Bureau joined with the Rockefeller Foundation in a 5-year ex~
perimental project to assiat minority single heads of households who are
economically dissdvantaged. Four community-based organizations were
funded to provide training and job placement (Foundation funded) and to
develop innovative techniques for providing child care services (the
Bureau-funded component of the project). In addition to addrassing ‘both

" the employment and child care needs of female-heuded families, the or-

ganizations are endesvoring to increase the awareness of employers to the
effects of parenting responsibilities on the productivity of employees. -
The four organizations implementing the initiative aro the Atlanta Urban
League, Atlanta, CGeorgia; Center for Employment Training, San Jose,
California- Opportunities Industrialization Center, Providence, Rhode
Island; and W;lder Opportunities for Hcmen, _Washirgton, D.C.

In addition to the joint ef’fort with the Rockefeller Foundation, the
Burean?s initistives inoclude reglonal activities which resulted in the
establ ishment of 18 employer-aupporbed child care systems ranging fram
hoapital on-alte centers, to voucher systems adopted by a corporation, to
ifformation and referral- systems instituted by several firms.

The Bureau also pr‘ovided technical assistance and priuted materials
to help implement the White House Private Sgotor Initiniive on child
care. Women's Bureau publicatisons on Employer-Supported Ch¥ld Care~-
research, tsx legislation, aad a how-tp guide~-were distributed in the
kit of materials at each of the White House meetings 1th oorporate
leadars,
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The Bureau produced the first comprehensive videotape of national
scope on employer involvement in child care, "The Business of Caring,"
and held a premiere showing for members of Congress and key government
officials in June 1984. The film, depicting a variety of options and
child care services surported by the private sector, is distributed on
loar to employers, community groups,. child care providers, employee
benefits and management consulting firms, govermmental units, the media,
and others concerned with employment-related child care.

-

Jouth Programs ,

. Between 1978 and 1982 the Women's Bureau adminiptered a dozen experi-
mental projects to find solutions to a number of employment-related probe
lems of young women. Some projects sought effective ways to help young
women make the transition from school to work, while others were directed
toward helping adolescent mothers who, because of early motherhood, often
drop: out of school and do not acquire job skills,

a

School-to-Work Transition: WING (Women in nongnggnignal_s_aneens)

In response to a growing awareness that young people, especially
young women, were not bei.,g provided effective help in making the transi-
tion from being students to becoming wurkers, ihe Women's Bureaun devel-
oped five school-to-work demonstration projects between 1978 and 1980.
The programs were designed to create awareness among women 16 to 21 years
of age, and to fecus on nontraditional occupational choices because the
preparation would enable them to face thé realities of the world of work
and to secure jobs that provide higher pay, better fringe benef‘itg, )
greater job security, and more opportunities for advancement than are
offered by traditional "women's work,® The initiative demonstrated how
schools, the ccmmunity, and local govermment could assume the respon-
sibility for implementing the programs and how services could be combined
to enhance the ‘achievement of the goal-=3sound career choices by high
school women, Varying combinations of community-based organizations and
school systems in different parts of the country were utilized in the
five demonstrations. *

Al of the programs featured common elements that helped young women
~“become aware of the realities of their future economic outlook, the
Women's Bureau chose to replicate ons of the demonstration nro,jects which
was developed in Portland, Oregon, called Women in Nontraditional Careers
(WINC). WINC incorporated into a single program most of the requisites
of an effective nontraditional careers school-to-work transeition progranm.
The three major oompt)nents of the program are: °

o (Classroon :I:natrucﬁion to provide students with occupational and
.labor market {nformation;

o Noniraditional job exploration in the community by the students;
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.o Traininé of schqol’ pérsonnel to become aware of the need for
nontraditional career planning for young women and how occupa-
tional choice may affect lifetime earnings potential. ’

During the 2-year (1978-80) demonstration effort in the Portland,

_Oregon, public school system, 11 of the high schools participated in the
program, serving 120 young women who were juniors and seniors in highh 3

school;, and who Were interested in exploring nontraditional careers. A
curriculum and special teaching materials were developed to implement the
WINC concepts. :

Based on the knowledge and expertise acquired through”{:his pilot
project, the Women's Bureau held a series of regional training workshops
during 1981 to 1984. The purpose was to provide a forum for school
administrators and other personnel to.discuss the need to integrate WINC
concept s and_processes into the secondary education system.

In February 1985 the Bureau converad a national conference to intro-
duce the WINC concepts and processes to policymakers, administrators, and
program developers as the basis for integrating the ideas into conven-
tional programs and policies for youth. The involvement of major youth
serving agencies and organizations was deemed crucial if the ultimate
goal of institutional change is to take place. The 1985 conference also
inaugurated a new phdse of the WINC program: that of expanding its
capacity to asaist more young peopis, including those being served under
such programs as Job Corps, JTPA Summer Youth Programs, apprenticeship
programs, and offender programs. The WINC concepts are adaptable as well
to empioyment and training programs operated by community-based
organizatio#ys- ' \

Adolescent Mothers

The six "teen mother® or fsole parent" programs were baséd on program
components conceptualized at a Bureau-sponsored conference which included
sducators, health professionils, and program adninistrators who assisted
teen women during or after pregnancy. The components focused orn: educa-
tional aspeots including basic education and the need to remain/return to
school, as well as immediate job skills, work attitudes, and long-range
career plans that considered the benefits of nontraditional occupations;
child care as a suppqrt service while the young women continued their
education or pursued employment training; counseling which responded to
such diverse concerns as building. a positive image, "big sister?” peer
counseling, and support during stressful periods after childbirth and
prior to entering the workplace; and links with community ! to
provide health care, parenting skills, and other support servicss.

The programs were primarily school~based or community-based and were
operated during 1580-82 by the Girls Clubs of America, Pittsfield,
Massachucetts; National Council of Negro Women, New Orleans, Louisianaj
Northern California Women for Apprenticeship, Sacramento, California;
Young Women's Christian Association (YNCA) of Greater Miami and Dade

- » 3, . . «
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County, Florida; YWCA of Philadelphia, Pennsylvania; and Minneapolis

Board of Education in Minnesota.

National Tnitiative on the Job Training Partnership Aok (JTEA)

The Nation’s major emplo;;ment and training program for economically
disadvantaged persons is provided for in the Job Training Partnership Act
(JTPA) of 1982, which replaced the Comprehensive Employment and Training
Act. As soon as the legislat_ioﬁé’?‘?enacﬁed, the Women'!s Bureau issued a
" "publication summarizing and analyzing the major provisions of the law,
particularly as they related to employment and training for women, and
took steps to ensure that women and women's organizations were familiar
with the act's provisions and the available services.

Subsequently the Bureau developed and sponsored workshops using an
overall theme, "JTPA: Its Implementation and Impact on Women.® The work-
shop design proved effective in sharing information and providing oppor=-
tunities for discussion of strategies which may be used in accessing the
JTPA system to ensure that women are served adegquately. The format
focused on the.responsibility for JTPA ai different levels-~-the Federal
level and particularly the State and losal levels where the najor
decisiormaking and implementation occur. .

Among the participants at more than 20 work.ghaps around the country
were State and local officials, Governors, Mayors, private industry
council (PIC) representatives, community college admini'sigr*ators; businsss
leaders, program operators, and leaders of woment's organizations.

Women are indeed participating in JTPA. Preliminary data show that
women 'constit’uted approximately 53 percent of participants in the basic
. training during the first program year. Provisions of JTPA are described

‘under Part 2, "Policy Development. ®

. Momen in Apprenticeship Initiative |

The Women in Apprehticeship Training Initiative (WIa) was a national
project conceptyal.zed and deveioped in 1980-81. Implementation of the
workshop désign be 1982, in cooperation with the U.S. Department cf
wgship and Training, to increase the awareness
aMprogran sponsora in the recruitment, place-
ment, and retontion of women inlapprenticeship and nontraditional occupa-
tions. Emphasis was placed on wamen's ability to perform such jobs and
thelr interest in and need for jobs that pdy good wages. A

-

" Each of ths 10 reglonal offices of the Bureau established & regional
‘adtion planning aroup consisting of representatives of Federal and State
appeonticeship agencien, cmployment and training sponsors, the Employment
Service, the 0ffice of Federal Contract Compliance Programs (OFCCP),
program operators, employers, unions, and educationsal institutions,

-

~8304 ~ v
\-7‘ . .

89 - :




< P

Assistance was sought also from the Work Incentive Program (WIN) and
women's organizations. Regional training coordinators conducted the
training workshops attended by employers, union representatives, educa-
tors, apprenticeship agency staff, community-based organization repre-
sentatives, and women's groups in about 45 cities across the country. In
most cities the training was provided in 1-day workshops that focused on
community involvement and were structured to create an organization, task
force, or network for followup,

A concrete example of the impact of the WIA workshops is The YWCA
Pre-Apprenticeship Training Program, which grew out of the "Women in
Apprenticeship Initiative." This YWCA project has gained credibility- in

~ the Atlanta area and receives continuing job development assistance fram

the Atlanta Coalition for Women in Nontraditional Jobs. The Coalition

" was formed by representatives from private industry, labor unions, and

<

governmental and social service agehcies who had attended the Women's
Bureau workshop, These interested individuals committed themselves to
support the newly-established YWCA training program. The Atlanta Pre-
Apprenticeship Program has been greatly enhanced through the efforts of
the Coalition, which has taken a major role in both job development and
placement efforts.

Displaced. Homemakers Network

Since 1980 a number of special demcnstration prejects have been
aeveloped and funded to provide counseling, training, Jobseeking skills,
and placement to displaced homemakers in their search for economic self-
sufficiency. Displaced bomemakers are defined generally as those persons
bevyond age 35 who, through death, diverce, or separation of the spouse,
have lost the primary source of Lheir income in the household and have
feu or no marketable skills because cf an extended absenze from the labor
force.

Since 1982 the Women's Bureau has continued to fund the Displaced
Homenakers Network to provide cechnical assistance to more than 400 loca.
dispraced homemaker prograus throughout the country. The Network News,
publiched bimonthly, prevides information on resource materials, research
findings, program techniques, snd additional rescurces useful to dis-
placed .omemaker servlice provdders., Other channels of assistance to
program operators include a Directory of Displaced Honemaker Progprams,
conferencas, workshops, and tpntacts on. eritical issues including fund-
raising pnssibilities, Jjob development strategies, entreprea?urahip, and
impact of www legisiation such as the Job Training Paz'tmrship Act. The
Network alro adgresses the concerns of individual local programs,
(Additional et forts\to assist displaced homemakers are described under
"Business DevelopmentX projects.)

N\
N
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Project Discovery was launched in’ 1983 in Baltimore, Marylaid, as a
pilot symposium to address the needs of middle-income minority women
whose economic .status had been adversely affected because of,changes in
marital status.’ The project focuses on the needs of women 35 to 50 years
of age who are seeking to enter or reenter the workplace because of
divorce, separation, or widowhood; who have lost jobs due to reductions-
in-force (RIF's); and who are trying to move out of unfulfilling or dead-
end jobs,

The program consists primarily of workshop sessions encompassing
self-awareness, career exploration, transfer of job skills, resource
awareness, networking, and exposure to the job marketplace. It is being
implemented for the Bureau by the Links, a nonprofit national organiza-"
tion comprised chiefly of blavk women. A follow~up workshop provides
prograe participants an opportunity to share employment-related experi-
ences which occurred in the interim. The Project Discovery workshop
model is being replicated in other areas of the country..

The project, sponsored by the Women's Bureau in conjunction with the
State of Washington Community College District 17, explored the use of
community colleges as a training resource for this particular group, as
well as the effectivenesas of short-tern training for high technology
jobs, 'The participants were mainstreamed into ex:lsting college courses.
The program also ircluded workshops coveériag support 8kills and job
search teohniques to enhance employability and retention in :jobs.

The rrofent “effectively. demonstrated the feasibility of short-term (6.

months) community college training as a means of inoreasing the employ-
ability of low income women who maintain families, While participants in
these condensed programs did not complete all of the requirements nece
sary for comuunity college certificate programs, the training did i
crease employability and retention in jobas..

»
.

National Job Fair Initiative -

The Job Fair initiative was undertaken in 1982 to assist women in
securing private gector employment by (1) making them aware of the range
of potential Job opportunities available in the local labor market, and
(2) providing a mechanisa for them to identify and compste for apecific
Job openings. This initiative was based on a pilot program (Uperation
Talent Bank) which had been 1mp1emented in Westchester County, New York,
by the Bureau’s New York regional offise and the Westchester County
Office for Women. Subssquently eash of the remaining nine regional
offices of the Bureau sponsored at least one Job Fair,
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In view of the success of Operation Talent Bank, it was determined
that the national initiative would follow a similar strategy, having in
each of the other Bureau regions two components--a Job Fair of 1 or 2
days followed by a job matching or "employment exchange" system. These
would provide the opportunity for linkages between govermment, communi ty-
based organizations, and the private sector in addressing local unemploy-

ment probdlems.

The Fairs provided an opportunity for participating women to explore
the local Job market by putting them in direct contact with area employ-
ers, Moreover, participants were assisted by counselors providing advice
on how to document marketable skills and develop a job search strategy.
Participants were afforded the opportunity to register for a talent bank
that would provide a clearinghouse for linkage between employers and
potentlial Jobseekers who were on the registry. This initiative repre-
sented a rasults-oriented approach to reducing unemployment among woman
workers and stressed direct private sector involvement.

LCoal FEmployment Project

This project, located in five Tennessse counties—-Andevson, Campbell,
Claiborne, Morgan, and Scott--emerged from a study undertaken to deter~
nmine the extent “to-Which women were interested in coal mining and
employeirs were willing to hire th-m, Based on the findings, the Coal
Enployment Project was funded in part by the Women!s Bureau to develop an
advocacy (Coal Mining Support Team), trainiag, and placement network
which significantly incréased the n.aber of women coal miners, Advocacy
was directed at opening opportunities for women throughout the coal

nining industry by stimulating enforcement of equal employment oppor=-
tunity and affirmative action laws and regulations.

The training included 40 hours beyond the number required by Tennes-
sse mining officials for certification. This enrichment program included
support needed by women to survive in this new work enviromment. A
training menual was developed on safety and health and employmeant rights
to meet tie special neads of Women entering the coal industry, The Coal
Employment Project staff warked closely with State vocational depart~
ments, mine owners, and the United Mine Workers.

This special affort to assist Hispanic low income Wemen to become job
ready and gain work sitills served women who were heads of familles, AFDC
recipients, or former migrant women in the San Antonio, Texas, area. The
project , funded initially by the Women's Bureau in 1978, provided special
outreach information and reoruftment efforts to acquaint the women with
the progran and its purpose. The applicants then were given pre-
enployment counseling, world-of-work orientation, and otnor supportive
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training., Special efforts were made to provide for c¢hild care and trans-
portation needs. Follow-up activities and participation in a support

group encouraged job retention and helped the women to deal with common
problems.

The training design was quite different from traditional programs,
The thrust was to move women quickly into Jobs after only 2 to 3 weeks of
classroom experience and job site visits to dcquire job readiness skills.
One interesting feature of this program was job development, in which
"packages" of jobs wene identified first, then women were recruited to
£i1l those jobs or to enter training programs, The package might consist
of several kinds of jobs with a single employer, or it might include only
one kind of job, su:h as electrical worker, with one or more employers.
The project has been replicated in several areas of the country, -

‘

Enterprise Trainihg Centers: Occupational Development for Ucah's

Rural Displaced Homemakers' )

Focusing on the dual objectives of assisting displaced homemakers
prepare for entry into the world of work and securing unsubsidized
employment in fields of steady occupational growth, this initiative
provides intensive occupational development and skills training to rural
displaced homemakers in Utah. The ultimate goal of the project is the
development of a program of services that will continue after Federal
funding ceases. This is being accomplished through the identification
and mobilization of local resources to continue program operations
through the two Enterprise Training Centers now being funded by the
Women's Bureau. A replicable program model also is being developed to
serve the needs of displaced homemakers in otHer parts of the country.

Start on Success (SOS) Program )

To assist, displaced homemakers and mature women who have limited
access to raesources necessary for independent economic security, the
Women's Bureau in 1982 contracted with the Door Opener in Mason City,
Iowa, to develop and implement a projlectg’ on entrepreneurship training.
The orgenization provided training to low income displaced homemakers and
mature women who have the potential to be successfully self-employed.
They learned how to organize their approagh, market their services, and
run their cwn businegses, )

Corporate Wogen

Corporate Linkage Project

In 1983 ‘the Bureau initiated a project on "Women and the Corporate
Ladder--Corporate Linkage® to: identify how women advance_ inta_upper

~ , -
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levels of management in industry an'd‘ business; analyze programs and
practices in major corporations whose goals are to enhance the mobility
of professional wecumen; and develop an occupational outlook cn prospective
opportunities for the employment of women ia professional and managerial
positions in emerging new technologies.

As part of this effort, key executives were interviewed to identify
successful programs that contribute to the advancement of women in the
corporate sector. In addition to the data collected during these inter-
views, a Corporate Round Table comprised of repressntatives from business
and industry, gover ment, and academia was assembled. The purpose was to
develop a corporate linkage process model through which the Women's
Bureau can work with public agencies and private companies to identify
the best means to accomplish the goal of increased upward mobility for
professional women in industry and business.

ute the a t r in C

The Institute addrassed issues confronting the black female in the
corporate sector, and.was part of a project to develop a model progran
which may be useful to black institutions of higher education in prepar-
ing black women for advancement to leadership pesitions. Noting the lack
of executive development programs that address the needs of minority
wonen, the Women's Bureau contracted with Howard University in Washing-
ton, D.C., to develop a model that addressed the needs of both mature
black women and younger black women students. .

In September 1982 the Institute was held at Howard University, and
injolved representatives from corpcrations, govermment, academia, and
sthdents. Recommendations were made about the need for:. instructional
mfterials to address the loncerns of black women corporate executives,
internships/apprenticeships, and continuing research.

Corporate Governance and -the Advancement of Womgen

This project was designed to establish a dialogue with corporate
board women focusing on: private sector programs and policies to provide
opportunities for women working in corporations; ways to facilitate
opportunities for women-owned businesscz; and the development of networks
and leadership activities such as mentoring roles. The dialogue was
implemented through a series of five regional conferences during 1981-82.
The conferences represented a second phase of the project, the first of
which (during 1979~80) consisted of a directory and a profile analysis
study of women serving on boards of for=-profit corporations with ‘500 or
more employees. Conference participants were women board members and
representatives of upper manaﬁémont from larger corporations and some
women who owned business«s, The disoussion centered oa the need to help
more women move from entry-level jobs into mid and upper level management
poai tions and ways to asaiat women within their own companies,

- "o
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Homen Offenders

Avprenticeship Project ‘

Women in prison today are young, poorly educated, and have limited
occupational skills. Between 1975 and 1983, although the number of
female offenders increased, their proportion of the total adult offender
poputation remained unchanged at around 4 to 6 percent.

. . , o

To help prepare women offenders to enter the labor force after their
release from prison, and to enable them to obtain Jjobs that pay well
enough to sustain them and their families economically, the Women's
Bureau has advocated that women receive adequate education and training
while incarcerated. Toward that end, in 1978 the Women's Bureau con-
ducted a national conference with State corrections officials to explore .
ways of improving employment and trairing programa for women in prisons,
Since then, significant developments have occurred in training oppor-
tunities made available to women in both Federal and State prisons.

The Bureau developed its cooperative relationsfxip with the Bureau of
Apprenticeship and Training and with the Bureau of Prisons to promote
apprenticeship training for incarcerated women. As a result, in the-five

. Federal institutions that house women and in at least 17 State prisons,

apprenticeship training is offered or programs are being developed. The
Federal Correctional Institution at Alderson, West Virginia, which has

. the largest apprenticeship program in gxistence in an atl-female institu-

tion, is considered the model upon which other prlson apprenticeship
pro\graﬁs can be patterned. The Alderson program normally has 50 to 80
apprentices in 19 skilled trade areas. The trades, mostly nontraditional
for women, include: plumber, painter, electriclan, auto mechanic, steam-
fitter, air-conditioning/refrigeration mechanie, firefighter, and sewing
machine repairer,. I

In Noveaber 1982, a major accomplishment was the signing of a Linkage
Systea Agreement for apprentices released from Alderson to the Washington
D.C., araa. This Agreement was approved bty the Federal Bureau of

' Prisons, the Women's Bureau, the Alderson warden, District of Columbia i

and area correctional officials, the U.S. Department of Labor's Bureau of
Apprenticeship and Training, and the District of Columbia Apprenticeship
Council., Xt commits the agencies involved to a concerted effort to
support the apprenticeship program at Alderson, and to asaist the appren-
tices returning home to continue their apprenticeships in union. or
employer programs, or to find jobs in their chosen trades. 1In September
1984 the Agresment was expanded to give assistance to all apprentichs
released from Alderson no matter where in the United States they go. It
is hoped that these agreezants will establish a model for posv-release
service that could be extended to all immates in apprenticeship programs
at Federal and State prisons. ’
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The Network is an informal association of organizations and individ-
uals from the Distritt of Columbia and neighboring States of Maryland and
Virginia interested in exchanging information and ideas on the problema

- and needs of female offenders. Started by the Women's Bureau in 1579, it
developed out of a need to address the status of wemen offenders and ex-
offenders and the probla'.na they confront. As a result,~individuals from
more than 60 loocal, Stat,a, and Federal agencies and community-based
organizations rormed tHe Network tq coordinate efforts and to pursue
improved services for women offenders., Mizbers are on staff at criminal
3ustioe')planning boards, Jjails, prisons, half-way houses, Federal and
State correctional agencies, Commissions: on the Status of Women, National
and State women's organizations, projectB and programs with a concern for
female foenders, and Congres >sional comnittees. Meatings, held quar-
terly, usually consist of a pansl discussion on issues affecting woamen
offenders and a series of updates or short reports on legislative .

matters, private agengy programs, go}lernment initiatives, and court
“cases. ) l
/

. Rural Women > ﬂ S
R mmwmmmmwm -

To address the needs of 1mpoverished rural woemen in the Miasdsaippt
Pelta, and tc develop a training model for use in similar situationa in
other areas of the country, the Bureau in 1982 undertook a pilot offort
with Coahoma Junior Colldge in Clarksdale, Mississippi. The progran
provided voocaticnal technical training im nontraditional skilla and Jod
placement assistance to minority women 35 years of ag: and cldor who
maintain families.

Project IDEA is an example of a partnership effort botween the Fede
eral Government and educational institutions to prepare cconomically
disadvantaged persons to enter the Jp’w market, It was an offective
program for serving the nseds of rural lw incone wemon who lack markot-

. able skills and may be displaced farm workers. Training was providod in
such areas as construction masonry,ﬂ«elding, carpentry, eatreprencurial
skills, law enforcement, and paramedioc technelogy.

’ G) 0 ~

This cooperativa project was under’taken to increase the partlcipation
of women in construction work connocted with the Tennesszoe=Toabighoe -
Waterway and zrew out off the Bureau’s concorn for the low econcmic statua f’
of southerr rural wonon. The astivities included special outreach to
women and coordination with unions, contrhotors, Statc and local governe
uents, and community-based organizationa to dovolep targated rocrultzment,
training, and placement offorts., As a direot result of this outreach,
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| female employment participation did inerease. At the peak of construc-
} ‘ tion, the Faderal goals for women in' construction were met.
| _

‘ . Y - R
. Successful retention methods were adopted by working directly with
the unions and nonunion contractors to increase the nmumbers and retention
rates of women, Several training programs were initiated andg;tc‘forts
were put' forth to recruit, train, and place women in these nontradifional
Joba which %{forded rural women’an opportunity to enter the nontradi-
.~ * ‘tional construction work force in a very positive manner. .
- N
- Homen's Oportunity Progranm . »
Thiz initiative in rural Mississippi was implemented by the National
Counail of Negro Women to provide recruitment, pre-employment” orienta-
tion, ahd placement to rural women in Okolona and Iszaqueana durling 1978~
80. Some of the problems affecting these women were lack of institutions
) which could prepare them to enter the Job market; lack of transportation
in a renote area; lack of services such as running water, telephones, and
sevage systems; and lack of job opportunities. : . .ot

en! oyre n

» . e

Operated by the American Friends Service Committee in 1978-80, this
- ‘project demonstrated techniques that enabled rural Appalachian women in
3even ogunties of Kentucky, Virginia, and West Virginia to gain higher
levels of employment, greater participation in Job training prograns, and
- " ,increased utilization and availapility of social services related to Job
: ability and success, Because the region is mountalnous, access to
’ "y infoprmation at a central location is virtually ubavailable to many \of vhe
low income or unemployed women. Therefore, nobile units were desifned to
take employment information and resource people into hollows and hills of
* Appalachia to provide counseling, referral to training and placement _
~ services, and other employment inf'ormation. / .

Jopierant/fefusee Women , S .-
In 1982 the Organizatiaon of Cainese American Women, under contract

with the Women's Bureau, designed and conducted a program in Washington, .

D.C., to improve the employrent skills of Chinese Anerican women by .

emphapizing f'ood preparation and management techniques used in pestau~ *

rants, catering-firms, and other food services. An objeotive of the

project was to encourage national women's organizations and program

operators to respond to the uniqus. needs of 1mmigoa’iﬁt and refugee women

Wwho face ‘many barriers becauss they are not proficient in the English .

language, are not familiar with work ethies and customs in this country,

and lack akills needed in the U.S. job market. A by-product .of the .

project was a program sodel suitable for replication in othéP areas with®

large immigrant, refugee, and entrant populations. .

- - .-
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e major thrust was a series of community consultations bringing
léadership AP4 women and community resources together, These dialogues
were held in 1980 to identify the economic-and employment needs of APA.
women, especially new immigrants and refugees.- The information gathered
at the consultations served as a guide for subsequent research and demon-,
stratfon projects of the Women's Bureau which foous on the training and
employment of immigrant, refugee, and entrant women. (A research
initiative is descril:d under Part 3, MResearch Activities of .the Women's
Bureau, ) - . '

~

en! o . ’

To address the issues related to increasing the number of women
heiding responsible positions on the staffs of unions, the Wemen's Bureau
_ 4n 1980 contracted with' the Departmert for Professional Employees, AFL-
CI0, to develop the Women's Project. Activities included: conducting a
survey of the affiliated unions, focusing solely oan women in appointed
staff positions; designing a pilot staff development conference that
focused on three skills deemed necessary for careeér advancement--o.,gani-
zational effectiveness, 'px'ot‘ession’a];, effectiveness, and personal effec-
tim”,; establishing a clearinghouge of information including statisti-
cal data, research studies, bibliographiegs, and educational and other:
naterials; and developing publications covering wemen in pr-ofessionalﬂand
_ technical occupations, safety and health risks of professional women
of fice workers, and upgrading and promotion strategies, which were
contadined in & handbook for union staff women and a training guide for

- staff development conferences for union women,

.
-
»

n_the us of Wome

For more than two decades, commissions on the status of women have
been serving as official -advocates for women by advising Governops,,
Mayors, county executives, and legislatures on issues of concern to
women. During this time the number of active State and local commissions
has grown dramatically. As of June 1984 there were commissions in 39
States, the District of Columbia, and Puerto Rico, and in about 175
localities, .

A study of Commissions on the Status of Women revealed a wiler range
of structure and programs. In the beginning the majority of pommissions
were- created by executive order, but increasingly they have been estab-
lished by legislative mandate. In this way, although appointments to
commissions ‘frequently change with new administrations, the commisaions
themselves continues~ ;

-

L. # ’
Over the years some commissions have been attached “tp. units of
govermmént such as departments of labor or himan services, dr in a few
. - .
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cases they have become a full-fledged govarnmental unit, such as the
Women's Bureau in Louisiana andl the Women's Unif in the Governor's Office
in New York. Some commissions recelve legislative appropriations and
hire executive directors and/or other staff. Others operate only with
volunteers. The commissions vary in size but most average 15 to 25 .
members, CT

1
., - ' o

The Women's Bureau has’maintained a close relationship with commis-
sions, providing technical assistance in progranp .areas, serving as
informal liaison, compiling current rosters, and cosponsoring regional
neetings of commissions. The Bureau's mandate to promote the wel fare of

! wage-earning women is alsé a priority of most \.ommiss.:.cns. . -

Among the activities in which commissions are involvac ax-e. estah~
lishing rosters of qualified womes for publie .appointment; improving Job
opportunities for low income women; improving guidance and counseling for
women and girls; promoting day tare services; establishing services foz‘
displaced homemakers; and encouraging women to enter nontraditional
bccupa.tions. These aetivit.ies have been accomplished through nethods

"such as publishing and distributing materiels, advocacy, public hearijigs,,,

conferences, ‘and the operation of employment and training programs which

provide direct sar'vices to the client populatig,n. AN

>
*
.
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The Women's Bureau utilized the forum oi‘ gsymposia as an effective’
mechanism for gathering information firsthand froh experts in a variety
of fields, These 1=~ or 2-day conferences initiated by the Byreau were
cooperative efforts with educational institutions and women's organiza-

. w. tions, 'They offered opportunities for dialogue on issues critical to

employment and ¥raining of the Bureau's diverse cOnstituencies.
In sites across the country, the symposia involvéd public policy-
makers, researchers, and high “technology specialists, as well as other
persons in private exterprise, corporations, unions, academia, *the media,
and women's organizations. These fndividuals shared their lcnowledge and
perceplions about specific issues and offered recommendations for future
Women!s Bureau initiatiges.

.

»‘ -'\ -
Among the topics addressed at the symposia werle:

Math and Science Preparation for Young .Women - .
Impact of Sex Role Socialization’ on Careers for Women
Dislocdted Women Horkers - - .4 .- ) .

Women and’ High ‘Technology Bnplcyment < -

Public Policy Ispues-Affecting Older Women ’

Future Explorations for Working Womeén

(- - I o I - I -
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Part 5. - INITIATIVES OF NONGOVERNMENTAL ORGANIZATIONS

] ! A4
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INTRODUCTION

: - . . ol
American women who are working or seeking to enter the labor fores
‘are served by a vast array of nongovermmental organizations, While some
groups focus on hélping women to prepare for and obtain empl oyment,
others are geared toward helping women gain ugward mobility ir skills,
. level of job responsibilitles, and earnings. Some organizations work to
P . ' 1ncrease women's opportunities for work in nonfraditional jobs, while
. others prcmote or provide empl oyment-redated support services sush as
child care. Some limit their scope to‘a parficular issue or océupation
or target group in preference to those groups whose tasks and prioritigs v
are defined largely by the rieeds identified. Still other organizations ‘
are advocacy groups that center their attention on information sharing
- «and education to increase awareness.of major concerns related to women's
) employment or economic welfare, Th'eg,e are individual organizations,
coalitions and networks, task forecas, caucuses, auxiiiary groups, and
.. community-based as well as regional ‘and national groups. ~

~

s e

- A -

Whatever the structure and focus of thése nongovermental organiza-
tipns, the characteristics and numbers of their meabership, or the female
population they serve~-and many serve other segments of society as well--
they have a.mutual objective to prahote the economic and social ‘welfare

: of women. Together they reflect the growing awaregness in the United -t
States of the need to assist women to overcomg any barriers that prevent’
their participating more fully and productively in the Aabor force,
- Thus, these nongovermmental organizations eontribute,-sighi-f‘icantly toward
, f‘ulfjg.,ling the goals of the National (and World) Plan of Action. Indsed, .
. ‘theipr activities have resulted in many achievements for women in tie -~
. United Statés during the U.N, Decade for women, * :

Clearly it is impossible to summarize the activities of the countless
numbeys of organizations that are serving women at all levels of the
natiohal\stz‘ucbure. Rather, this sectiom merely provides examples to
illustrdte the scope of agtivities and services of thase organizations
working to “tmpréve women's empldyment opportumities and. econodic status.
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2 o t . .
o .anizg&ign sir._ns.ﬁ_rxgnou erveg -
» [ . 4 -
c. [l v LY ..
.+ Alpha Kappa Alpha Black wcmen
- Sorority .
Poor Women .
s Youth
!
‘. S~
_ American ' *. . Displaced
. - Association ¢f Homemakers

University Women

* -

Working Women

American Federa- . Women in Labor

tion of State, Unions
County, and '
Mupicipal
) Employees
Y -
American Nurses ’women in
Hursing

»

Association

R

COnduo‘l:s- seminqrs on job hmting and
-careérs development.

. *—SponSoranonfex!ence& t8 identify . _ - .

"économic problems common to women,

. Developed programs to address the
problems of “illiteracy.

Operaes a Job Corps center:

Through its Families and Work
* Project,  provides local forums

for individuals and organizations

-

. coneerned with family/work -

relationships.

Has been ar effective force in the
creation of Job training programs
_ for displaeed homemakers.

Provides skills training and basic
education for poor women ;.n India,

Strives to increase employment
opportunities for educated women. .

[

veE

Established day care centers at
the workplace., .

Pressured for pay eqixity studies, \

Pursués sex diScrimination cases and
charges for public employees,

. ..

)
Pursues sex discrimination and
pay equity cases and charges for
“nurses,

Promutes the concept of job sharing
ag a viable work option of health
ocare workers,

»
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, .
N Americ¢an Red
-, fross

% .
Association of.
‘Flight Attendants

s

) Associat:{.on of
Junior Leagues

v

s ’

Baltimore New
Directions for
Women

Canp. Fire

‘s

Sroups Served

ot

Teenagers”

‘Flight

Attendants

Reentry Women

Displaced
Homemakers

Young women

o ~ -
-~ L}
. ) ’
s * <t
.

-

[4 . -
Sponsors leadership’ daveloﬁnent
« conf'erences,

Promotes career exploration through
volunteerism.

Achieved the removal of age, weight,
and pregnancy res};rictions.

Provides Job internships tgo “women
returning to the labor farce.

Developed .a project to train people
who care for thildren. ..

Launched a "Learn to Read" program
to combat illiteracy in adults,

Provides a full range of carger
counseling and employment .
training services,

Conducts an in-depth seminar program
- for women reentering the labor

force,

Through a Job search nrogram, séwed

people experiencing special barriers
to employment.

Developed a before and aftes school
care pyogram for working parents.,

Created career education programs
f‘yr high schools.

Provides leadership training. ,
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- Coal Employment
Project -

Coalition of

- Labor Union

Women

'!iome,n ‘in
Mining

All Union

Women

Maintains a national clearinghouse
library on women and work.

Provides career énd educational
,counzeling apd progranms.

Helps\compa'nies idantify and resolve
problems related to. women in the
. corporate sector.

Helps compa;zies,locaﬁe qualified
women for boards of diregtors.

o1 . -

Advocates training and employment

|ror women in minling. v

. Ce
Survey’ed wouten miners to determine
the effect of their work on their
health,

Through-its Empowerment of Union
Women project, a monitoring and
resource program, assists women in
achieving new union roles, -
Used an OSHA "New Directions® gradxt
to develop research and educational
and training materials on wb‘rkplace

hazards facing women such as stress

and reproductive hazards. '
Conduct 3 workshops and provides

informational materials of interest
to working women.




Groups Served

Orsanizatien
Dolta Sigma . Single Heads
Theta Sqrority of Households
. * Young Women
‘ R Biaok Womenr,
] te
14 .
DMuplaced Home- Displ.gced

nakers Network Homemakers

. - Future Home~

Teenage Women
makers of .
. America
f
7
Girls Clubs Young Wemen
. . of America

Activities

Sponaored 43.conf'erences in support
of aingle female hcads of
households, natiorwide, and 1s
continuing with the program
implementaticn phase,

. . ¥
Operates a’ center to prepare adults
to get a high school diploma or GED
equivalency and move on to an*®
institution of higher learning.

Operates a home for underprivileged
and socially maladjusted young women
and provides Jlob skill training.

Worked to get the inclusion of
displaced hamemakers &s a
significant group in naed of service
in the Job Trainihg Partnership Aot

Publishes information on servioss
available to displaced homemakers.

Published a training manual on
entreprenourial skills needed to
operate a business.

Assiats young women in career
planning.

,Operates a child care and vocational
home econcaiecs center,

Provides guidance, support, and
leadership development.

/

Developed carger awareness progreams
in new technology.

Created a program to feach parents
to be effective career advisors.

Published a report on programs in
caraer awareness, employability
skills, and employment training.
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Girl Scouts
- of the U.S, A,

Business

National Council
of La Raza «

National Council
. of Negro Women

L4

Young Women -

National Alliance All Women

Business
Owners

Hispanic
Women

Hinori}:y Nomen

Teenage Women
Poor Women

Rural Women

L2

—

Provides programs to help girls

develop deoiqiomald.ng abilities and

becoms’ leaders,

Publishes a workbook designed to
encourage girls to seriously
inveatigate career options. ~-

Maintains a clearinghouse of
materials of on employment,
trainingg, education; etec.

Publishes a newsletter highlightifg
wodel programs for wosen.,

. Serves an.a network of Hispanic
communi ty~-based organizations, and
provides technical assistance to
local training and employment
programs’to improve opportunitiea
for Hispanics.

Established a Womem’s Center to help
black and Hispanic women gain Job -
knowledge and skills.

Directs an employment and training
program to serve teens, teen
‘parents, and pregnant teens.

Cparuted a .progrsa to provide pre-
exployment orientation. skills
training, carcer develomment, &nd
Job placement services to rural
women,

- 102l4)6 -



Organdzation

National Women's
Law Center

Azsociation of
Working Women

Wider Oppor-
turdties for

483-494 0~ 85 -5
>

All Women

Office”
' Horgers

All Wamen .

A .

/

-~

Addressss policies on woments
employment- rig,hta, emphasizing
“nontraditional employment and
enforcement of anti-discrimination
laws. '

Conducts training conferences on
women's education rights, whether as
“students or employees of education
»inatitutions, and the problems of
sex discrimination, .

- Developed model State legisiation
relating to use of video display
terminala (VDT's) and advocates
State legislation or regulations to
protect VIT opsrators from health
hazards believed to be associated
with VDT use,

Developed employment programs for
weeten in skilled, woll-paid
nontraditional occupations,

Works with employers and unions to
develop a partnership for effiootive
hiring and proecting of wemen,

Serves aa an advocate for woumen in
the development of Federal
employrent polioy. ot

' Established the Woienls Work Force

network to monitor the fmpect of
public policy on wcmen's employment,
provide lines of communication among
wcaen's employment groups, and
supply technical assiataace.
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Organization Growps Seived  Astivitiex I
' - |
) Woaen in Teerage Women Recruits avd screens young women for i
Community ' vecational training opportunitids in 1
. Service the Job Corpa. : ‘;
. . i
. ’ rovidas supportive zservices before, . %

- during, and after Jeb Corpa y

training.

- - *  Assists thogse young wemen riot.
eligible for the Job Corps to return

. ” to achool or partiecirate’in othor .
training prograns.

-

“»

Young Wezen's Young. Weoen Provides a comprenensive netwark of
Christian - appportive cervices and activities
Azsociation / for teerage mothers who dropped out

. . of zchool or job tralning prograse.

»

Created a training prograa for
rnontraditional jobs for high school
dropouts to icprove employoent
-potontial.

~

“”;"« ,

-

% N . Frovidod & 'pre-employment progria
concontrating on career oxploratism,
payalcal fitress training, 2nd op-

' the=-Jjob exposure,

13
-

Dsea 1ts purchasing po':rez* to turthor
affirmativa action in exploymont at
hotels and conferonng centers with
whkom it contracts for meotings.

f

»
"
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&

onta
Intcmgﬁaml

groupa Sepeed

All Wozen

Aativitien

Conducting a nurvey £o examins
factors which hgve helped op
hindered woelon employed in executive

. positions to deternins clementa of
suc'ceas.

-

‘Frovides an intertational
mcholarship progras for wemen 4dn
aorzspace-~related scienca and
ongincering,

Supporty womon's apinning, weaving,
and pottery aelY-belp projects in
Eenya to assist them in raising
incene in support of themselves and
their familios,

Funds the comtruntien of wella in
‘Sri Lanka to aid wmmen who carry
water and propare food for their
fumildes,
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Part 6. FUTURE DIRECTIONS
[N " ’ R -

.

" OVERVIN @ . ‘ .

- -

-

fact -that the future is grounded largsly in the pressnt. In the case of
the labor force and the participation of women, the future situation will

‘ref'lect, to a larga extent,-the demographic characteristics of the existe. -

ing populatior. The future experience of women in the labor force also
depends. greatly upon the edonoumy, especially where they are in the
process of shifting.to nontraditional ococupations and industries,
Unforeseen business fluctuations may ccour, having a regative effect on
the demand for workers, T :
_Poldcy changes are less certain ‘than demographic. changes, especially
thosé of governments and trading partners outside the U.S. bordsrs.
Algo, details of ocoqiipational employment are less certain than industrial
tronds. As mentioped periodically in the raview of employment develop-
nments duripg tha Decade for Wcmen, impacts from sectors of the world
econany have had increasingly greater effects on the Nation's employment

qituation, ) /( .

By 1995 total U,S. employment is e}:‘peeted te be between 128.3 and
132.8 million, and women will account for about 47 percent of thosa .
workers, according to projectiotis by the U.S. Department of Laborts

-Bureau of Labor Statisties (BLS). Eoth jobs and production growth are_

expected to taper off during the latter part of the period, primarily in
response to slower projected growth in both the populatiun and labor
foreét " (Projections of the labor force to 1995 are shown in Appendix
table 18.) . . )

~

All major sectors of the U.S. economy are expected t9 graxr durdng the
next docade, but manufacturing will continue to claim a smaller share of
the growth, while the service~producing industries will claim the larger.
The largest export industries are expcoted to inciude, amony other items,
computers, aircraft, electroric components, and motor vehicles, The
fastest growing export industries also will inociude computers and commu-
nication-related products such as telephone and telegraph apparacus. The
outlook, then, is for continued growth in industries involved with
computer-based technologies and requiring workers with high levels of
skills, ” - " \ .

_While the ocoupational outlook points to continued high growth in
some of the traditional areas for women, such as clerical work, nursing,
and teaching in kindergarten and elementary. achool, the impaoct of new
technology will be felt throughout most industries and many cocupations.

a '
‘-

< : - 109~
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While there is much uncertainty in projecting the future,’ it is a .




Increasing numbers of scientists, enginesrs, computer specialists, and
technicians will be needed to provide the high degree of technical knowl-
edge reguired in some industries and occupations. *Not to be overlooked
are professional and technical occupations in the medical field-"hose
involving services in health care as well as research., The growing
proportion of the elderly in the population will require more cpeclalists
. in geriatrics and related areas,

¥hile many of the computer-related occupations are "sex-neutral? in
termsof having between 25 and 55 percent female workers, women also will
move lncoreasingly into these and other nontraditional jobs as they study
more sclience, mathematies, and into technical subjects in high school,
and as they pursue post-secondary education in fields such as engineering
and business management. These expectations and other employment projec-
. tions~~as well as changes now occurring in the use of computer-based
technologles like word processing, computer-aided design, and computer-
aided medizal diagnosis equipment-~clearly point to the crucial need for
training and retraining programs for workers, and perhaps gignal new
approaches by educational institutions.’ N

Future changes Tn public policies very well may relate to issues
surrounding the training and retraining of workers, health and safety
factors connected to new office technolegy or new work enviromments, and
equity ia pay and retirement income programs, among other issues.

To provide future direction in the develomment of policy and in the
formulation of programs to improve training and employment opportunities
for women, the Women's Bureau initiated five research studies which are
sunmarized in Part 3 ot‘ this report, M"Research Activities of the Women's
Bureau, ®

-

LABOR FORCE PROJECTIONS - . ‘

. Acoording to BLS, the :mumber of porsons of prime working age, 25 fo
54 years, in the labor force is expected to grow much faster through 1995
than the total labor force., The pumber of young workers will decline,
however, with the entry of the sharply reduced post-baby boom generation.
At the sume tine, the huge baby boom group of workérs wWill be at their
peak labor force participation levels. By 1995 the median ages of women
and men will be nearly the same, at about 37 years, with minorities
having lover median agas.

Projections of the labor force to 1995, as caloulated by BLS, include
estimates for low, micddle, and aigh growth. The middle estimats antici-
pates that labor force participation of women-will acoelerate, then taper
off by 1995, Still, nearly two~thirds of the labor force growth will be
among women, no matter which of the three estimates is used. By the ond
of the next decade fully 60 percent of all working age Women are doxpected
to be in the labor force, including almost 80 peroént of those ages 25 %o
54, A smaller proportion of women ages 55 and over, however, may be in

Y
~
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~ Industrial Outlook

the labor force than there are at present. The steadily closing gap
between the participation rates of white women and black and other minor~
ity women will continue to close. Racial minorities other than blacks
are expected to increase their proportion of the female labor force as
they enter more fully into the economic activity of the Nation. By 1995
over a fifth 'of the minority women's labor force will be composed of
racial minorities other than blacks.s

-’

The services-producing sector is expected to provids more than three-
fourths of all new Jjobs during the next decade. Women are expected to
obtain the greatest share of their employment in this sector, just as
they do today. BLS projects that the miscellaneous services sector will
provide the most new jobs over the next decade, with about twice as many
nev Jjobs as will arise in manufasturirg. By 1995 these industries,
including cal care, business and professional services, and amuse-~
ments and recreation will provide almost one-fourth of total employment.
Today women generally are a larger component than men in the largest

_industry, miscellaneous business servic?s; which includes personnel

supply, business consultants, janitorial and protective services, and
computer and data processing services,, Women are still a minority of
protective service workers and are not yet well represented at the higher
levels in computer and data processing services.

Historically, women have formed a large component of the retail trade
industry but a far less prominent component of wholesale trade. Pro-
Jected growth is expected to expand faster in retail tt-ade, especially in
eating and drinking establishments.

On the other hand, women form substantial proportions of the work
forces of some of the most rapidly declining industries, including those
in nondurable manufacturing such as apparel and other textile producis.

The long-term declinss in farm work and unskilled manuﬁacturing work are

expected to continue, raising implications for training and retraining of
workers in these declining industries,

One particular industrial sector deserves special mention, that is,,
the high technology sector, There is no standard definition of this part
of the economy based either on produetion or employment, but several
estimates indicate that although it is not yet a very large part of the
whole, it will hhve far-reaching effects on production and employment
into the next century. According to BLS projections of high technology
industries, employment will increase faster than the total employment for
all industries. Most work will be in the manufacture of equipment and
components, . :

N
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The latest BLS projections list the following 10 occupations as those[
expected to provide the largest job growth through 1995: building cus-
todians, cashiers, secretaries, general clerks, salesclerks, registered
nurses, waiters and waitresses, kindergarten and elementary school
- teachers, truckdrivers, and nursing aides and orderlies. With the
exception of truckdrivers, each .s among the leading ogcupations of women
today. . If current patterns do not change, Women will still obtain.a
large proportion of those Jjobs available'in the foreseeable f‘uture..\\
Although traditional for women, relatively low paying, and often not
requiring very high levels of education and training, even these jobs
will be impacted by the introduction of computers into their work
enviromments. 5

Projections by BLS also indicate that because of the high degree of
technical knowledge that will be required in working with computers,
professional and technical workers will continue to increase faster than "
tetal employment, and will account for a greater share of total employ- ®
.ment by 1995. Service workers, with the exception of private household
wox‘kers, also will grow faster than average. Managers, sales workers,
and craft workers will increase at about average rates. The long-~term
declines will continue for operatives and laborers as the econcmy shifts
away from manufacturing. . Again, there are major implications for women,
especially scme of the raciil minorities who have tended to concentrate
in these declining oc¢cupations. .
Clerical occupations, which have provided the largest source of "jobs
for women since the mid-1950's, are projected to groy at a much less
rapid pace as the impact of computer~based word processing continues to
modify demand for the traditional typist or file clerk. This change
could have far-reaching negative implicaticns for unwary women working in
these occupations or expecting to enter the labor force through that
route, Further discussion on the tralning needs of workers imp..cted by
new technology is included under the topic "Training Needs."

1
EDUCATIONAL REQUIREMENTS

-~ The lavor.force of the future will be sven more highly educated than
it is today, when one-fourth are college graduates and two~-fifths of the
college educated workers are women. Almost all workers in professional
specialties had_some college education when they entered employment.
Professions that ‘educated wemen are shifting into, such as engineering,
law, and life and physical sciences, lnecreasingly are requiring advanced
degrees for status and promotions. These advanced educational require=-
ments are different fram the requirements of the professions where women
traditionally have been employed such as teaching at the elementary and
secondary levels and nursirg, which require bachelor's degrees, Mana~-
gerial and administrative occupations in which women have mad¢ some of
the largest employment gains over the Decade now have employees with a

%,
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broad range of educational and other experien‘ces, andNaecérding to the
BLS report, "How Workers Get Their Training," released in early 1985,
more than a third already had at least § years of_ college education. .,
Prospects are that persons in those positions in the future also will be
required to have advanced education as more technical expertise and
specialized knowledge will be needed. L

L]

Some occupations that formerly did not reqqii'e coXlege degrees, such
as police protection, increasingly will employ more highly educated
workers, and many police officers now are taking courses mainly in come-
munity and junior colleges. In the past it was often the few women on
the police force who were required to have a college degree at Job
entrance to do the social work connected to law enforcement, while the
mef at the patrol level were accepted with a high school education. The
future public protection work force, however, will inslude women in all
positions, and both women and men will be more hi-ghl" educated.

; .

In sales and some technical specialties, women workers generally do
not have a college education and generally do not sell some of the mare,
technical and "big ticket™ items, whereas the men in these occupations
often have studied engineering, business, or other technical subjects
beyond high school, As women continus to move into the more nontradi-
tional areas of sales, more education will be requirei of them. The BLS
report also showed that some occupations in the personal service in- .
dustries suck as hotels and recreation services, where women are the
majority of*warkers, are attracting increasing proportions of college
graduates, ‘ -

-
.

-

There are now more persons in the labor force who have had 1 year of
college than there are those who have left school immediately upon grad-
uation £rdl high school. Many workers, however, end their education with
high school, including most of the more than 30 percent of employed women

" who are in clerical and other office support occupations. With the

spread of computer-based word processing and information technology,
however, there is likely to be increased competition for the more chal-
lenging and creative positions, Those positions may require higher
skills in language, computation, editing, and communication than normally
can be obtained with education that ends with a high school diploma,

Another promising trend in education is the declining dropout rate.
Data from the National Center for Education Statistics indicate that
fewer studénts are dropping out of schaol before obtaining at least a
high school diploma. The dropout rate for women declined from 17 percent

“in 1971 to 12.5 percent.in 1981; for men the rate .decreased from 16 to 13

percent over the 10-year period. Among black women the rate dropped fram
25 percent in 1971 to 18 percent in 1981; black men's rate dropped from
27 psrcent to match black women's rate in 1981. This is a trend that
deserves continued encouragment, as the prospects are that there will be
few good job opportunities for high school dropouts in the future,

~ - L & * -
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Workers of the~1990's will be .expected to have studied the often
termed \iiff‘icult" mathematies and science subjects in order to under-~
stand the highly technical training they will receive on the job.
Employers have indicated that in the f‘u‘ﬁure they will expect improved
proficiency in basic skills from entr‘y level employees, ineluding those
who enter the labor force with only a high school educatién., With
increased coégeration between employers and school systems, students
already are beginning to take more difficult subjects, About 35 percent
of the young women who were senicrs in high schools in 1980 had completed
2 or 2 1/2 years. o(’ mathematies and 31 percent of the young men had done
so. Similar proportions each ha’ completed chemistry. On the other
hand, only 28 percen‘t of the female seniors had taken 3 or more years of
mathematies, while al.most 40 percent of the male seniors had done so.
Only 6 percent of the young women and 10 percent of the young men had
studied physics.

\ \
L)

TRAINING ‘NEEDS - ‘ -
. - . \\

Training needs of the futux'e will be one of‘ tbe most important issues
in the coming years, Estimates are that between 50 and 80 percent of the
present labor force must be retrained within the next I\ew years-~«because
of the many changes in the structure of industry brought on by the wide
dissemination of new methods and equipment‘ related to compgters and other
new technology, and because of the rapid changes in\product@ and services
influenced by the highly competitive trade enviponment. Furthermore, the
structural changes include the internal labor markets ana affect the
promotion routés upward from entry level in firms that traditionally have
allowed increasingly experienced and valuable workers to advance with
responsibility and earnings. Especially at middle management, es, and

some technical levels, workers more and more are expected to enter’

already trained and educated, whereas formerly such workers largely had
begun at lower levels right out of high school and moved up. These
changes in former promotion routes also inciude the alerical management
or supervisory slots mainly available to experienced women. .

\

In the United States today it is estimated that more than 7 mil:!\ion
workers already use computer-based video display terminals to do word and
data procesaing. Some 400,000 word processing units were sold in Z&;
United States in 1984 alone. By 1990 the number of terminals in usq is
expected to reach at least 40 million. An international consulting firm
predicts that by 1990 "between 40 and 50 percent of all American wor'ker's
will be making daily use of electronic-terminal equipment." Women make
up a disproportionate mmber of the clerical and other office workers who
are vulnerable to the changes resulting from the new office technology.
In addition, women rising through the ranks of supervisors, adminis-
trators, and managers will require training or retraining as the focus of
computer~based office equipment shifts toward those workers whose Jobs
have not yet been greatly impacted by these new products. Women are now
half of the employees in the elestronics Industry where rapid change is
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expected to continue, implying the need for continued training or
recraining of workers, ,

According to the BLS s:tutiv on "How Workers Get Their Training, " more
than half of supervisors of clerical workers and other administrative
support employees have obtained training to improve, their skills. High
proportions of administrative support workers whose Jjobs already involve

. contact with computers--such as reservation clerks, insurarce adjusters

—

A

and investigators, bank tellers, computer equipment operators, and pay~-
roll clerks--have received training to improve their skills. Surpris-
ingly, however, only 28 percent of trypists, secretaries, and stenog-
raphers indicated in the BLS study that they had eceived training to
improve their skills, This portends continual retraining and upgrading
.of skills in the coming years for the 3.5 million wcmen in tHose Jjobs=~
the very positions targeted for the rapid introduction of new equipment.
The Women's Bureau has identified the needs of this labor force segment
as critical for the coming decade and will be developing a new thrust
based on research now in process on the -Ampact of technological change,
and on the impact of job dislocation, summarized in Part 3 on "Research
Activities of the Women's Bureau, " :

In occupations where large numbers of more highly educated women are
enmployed and some that have been targeted as nontraditional for woaen,
such as admipistration and some professional specialtles, more than 60
percent of those workers indicated that they have had additional
training. Many of the positions in fields such as mathematical and
computer sciences, publie administraticn, health professions, protective
service work, and educational arnd wvocational counseling are being im-
pacted daily by new technology and are algo in the forefront of some of
the research and development. These workers can be expected to continue
to require training or retraining to maintain their jobs. The Women's
Bureau has initiated a research study to gain more knowledge about how to
facilitate career changes of women in professions, especially in tradi-
tional occupations. The effort is summarized in Part 3 on "Research
Activities of the Women's Bureau.® . '

~

Increasingly, education and training for labor force entry aud for
promotion will be the responsibility of educational institutions, and
equitable access to these institutions could become a foecal point for
competing workers and potential workers. .

’

Young Workers

Increasingly, young women and men who leave high school before
obtaining a diplcma as well as those who end their formal education at
high school graduation have difficulty entering the world of work.
Often, aside from not having a strong basic education, .they lack job-
seeking skills in addition to emry level job skills, Most have 1little
knowledge of the variety of opportunities. in the Jjob markeét. Conse~-
quently, these young people experience a series of disappointments as
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they attempt to enter the job market unprepared and inexperienced~~they
end up in Very low skilled and low paying Jjobs or become unemployed.

The need for school-to~work training was identified varly in the
Decade, and the Women's Bureau and several nongovermmental organizations
have developed effective approaches to overcoming barriers to the labor
force entry of female youth. Descriptions of these programs are included
in Part 4 in the section on Mechanisms .of rhange, under the .topic "Youth
Programs.

I
.

1

The difficulties of older women Workers and potential. workers who
require training and retraining vary with their labdr market experiences.
The National Commission for Employment Policy, in its report "Older
Worker Employment Comes of Age: Practice and Potential,™ issued in early
1985, summarized some of the training needs of older workers as follows:

rd

Classification . Tratnihe Needs
Worqus at or near retirement Rarély of'fered by employers; adult

- S education only public sector
program for those employed.

Displaced workers Needed, but should build on
existing expertise.

Disadvantaged workers Needed, but not often taken
advantage of; rarsly offered by
employers,

Retirees seeking to reenter Few programs grgilgble.

the labor force

In addition to the issues identified above, older women workers who are
at or near retirement age often have been in the same low skill jobs for
some time anl they have no newly acquired saleable skills. Many of ths
women who become displaced workers simply withdraw from the labor force.
Disadvantaged older women workers include displaced homemakers and former
wel fare recipients who require training and coungseling for special needs
arising from their long-term absence from.the world of work. In addition,
disadvantaged older women workers often have remedial education needs as
well as new skills training; for example, some minority women whose educa~-
tion ended with little more than elementary schooling; or the newly arrived
wonen immigrants, refugees, and entrants who especially need language
skills, Finally, since part of the growth of the female labor force in the
coxn:lng decade will be attributed to women who previously stayed home, most

f\whom are older, many will have training needs related to the new tech-
otogy that will be used in the workplace. .
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) Questions about who will pay for the massive training and retraining
already foreseen are being debated. Suggested solutions range from use of
part of workers' IRA's to tax write-offs, similar to those for research and
development, for employers wao invest heavily in the training and retrain-
ing of their employees. Increasingly, there is coordination between
employers and schools, both secondary and higher educational institucions.
It oan be fereseen already that the needs for retooling industries as well
as the needs for retraining workers will continue into the next century.

The Women's Bureau has identified some of the training components that
help wemen overcome the barriers to their full participation in the labor
force. Descriptions of programs that have utilized specific processes or
tested new approaches te training are summarized in Part 4 on "Program
Components and Mechanisms Used by the Women's Bureau To Improve Employment
Opportunities,”

. POLICY OUTLOOK . ' ]

The outiook for policy development is for further fine-tuning of
employment-related laws that significantly affect women. Review and
reassessment of affirmative action plans to achieve'equitable means of
removing systemic barriers to employment opportunity are expected to
continue. Development of criteria for identifying unlawful discerimination
in job classification and wage-setting practices will be sought.

Employment and training policies and programs for youth who have not
attained basic skills and for longtime homemakers entering or reentering
the labor force will be even more important with the skill requirements of
new Jobs,

It is expected that policymakers will continue efforts to make retire-
ment income more accessible to women, assessing proposals for quicker
vesting and portability in private pension plans and equitable balancing of
social security benefits for one~earner and dual-earner families.

nol'ogy and from new data about toxic substances in work environments.

/ Safety, and health issues will continue to arise from new office tech-

With the continued increase of single working parents and of families
where both wife and husband are in the labor force, care for children and
dependent adults and parental leave arrangements will become ever more
crucial to women and men, Local, State, and Federal policymakers will be
looking at the extent to which c¢hild ocare and time for family respon-
sibilities are to be employee benefits (with or without tax incentives for
the employer), or are the respornsibility of each individual or of the
communi ty , :
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With the tendency toward a nearly equal distribution of women and men
in many occupations ‘in the future,,their policy+goals for employment and
benefits are more likely to coincide. Nevertheleas the issues named are
complex and do not lend themselves to easy solutions., In formulating
policies, leg;L‘slat:ors nust often balance equities, not simply between labor
and management, but between different groups‘of employees, retirees, and
consusers as well., Further, a proposal muSt be viewed for its impact on
the health of the economy and the growth of Jobs in a world society as well
as on the worklife and benefits of the employees immediately concerned.

The achievements of the Decade are sigrzificant;, i‘he tasks ahead remain
challenging, - : ’
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* TABLE 2 . <. .
14 e
EMPLOYMENT BY INDUSTRY, 1975 AND 1984 - . ¢
{(Numbers in Thousands) . .
1984 1975
o Women as . Women as®
‘ Total Percent Total Percent
Industry Employed of Total Employed. of Total °
Total, 16 years and over 105,005 §3.7 85,816 39.6
Agriculture ’ 3,321 19.7 3,408 17.1 -
Mining - 957 17.2 . Th2 9.6 ~
Construction 6,665 8.4 5,093 * 6.2
Manufacturi 20,995 ° 32.6 19,45 28.6
Durablggeoods ,12:203 26.6 1-%53% 21.7°
Nondurable -Goods , 8,38q 41.5 7,91 .« 38.7
Transportation & Public Utilities 7,358 25.8 5,692 21.9
Trade 21,979 47.4 17,713 43,
Wholesale uigm 27.4 §§382 -33.3
Retail ) 17,767 . 52.2. 14,331 §8.4 .
Finance; Insurance & Real Estate 6,320 577 4,735 g1.u
Banking . 1,862 ) g0.0 1,293 5.8
Credit Agencies 654 8.5 41 59.
Security, Commodity, &
Investment Companies 516 39.2 240 35.2
Insurance - 2,018 zg.o 1.582 . 9.5
Real Estate 1,702 46 .4 1,191 39.3
Services ° _ 32,214 60.7 24,174 60.3
Private Households - 1,2&3 82.5 1,32% 88.0
Business & Repair 5,458 | g .0 2, 29.2
Personal Services 2,921 g.u 2,%30 63.2
Entertainment & Recreation 1,260 g . 5. g .3 N
Professional & Related 21,1zll 6.4 16,5}? 4.2
Forestry & Fisheries 148 i5.5 4.7
Public Administration 4,766 40.2 4,824 31.0

Souwrce: U.S. Department of Labor, Bureau of Labor Statisties. .
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- . TABLE3 - .

‘ .OGCUFATIONAL DISTRIBUTION DF EMPLOYED WOMEN; 1974 AND 1984 T b
. W T - ~ - -y o . )
. K4 ‘, r;‘. z :-:v .40“ 1981-‘ TN .\ 1975 .
Percent of Percent of Percent of Percent of -
. ) Al All Female . All All Female
Occupation - Workers Workers Workers _ Workers
Total e 3.7 . 3000 7 .39i6 - 4000 ¢
Managerial and Professional Specialty 41.6 22,50 7' "34.8 . 18.4
Executive, Admimystrative, & Managerial 33.6 , 5 21.9 - 4
Professional Specialty - .5 .0 . . U5.3 13.2

Technical, Sales, & Administrative Support sg.u 15 .6 61.3 45.6
Technicians and Related Support 48.1 ?.? 4.5 2.
Sales Qc¢cupations - u7.3 13, ht.g 11.
Administrative Support, Including Clerical 79. . 29.1 7. 31. ,

Service Occupations ‘ '62.8 18.¥ 61.0. 20.8

- - Private Housshold ? o2 2. 5 8,4
* 7 Protective Service 2.3 0.5 ol 3
. Other Service Occupations 64. *16.2 . 64.4 17.1

‘Precision Production, Craft, & Repair 8.5 -2 5.5 1.7 lr

Operators, Fabricators, & Laborers . 26,0 . 96, -, 2U4 12.0-
Machine Operators, Aa$emb1ens, & . i . S

Inspectors, RCh Toe e 4.1 “311 B 38.5‘ 9.2
Transportation & Material Moving 8.3 . 8 ., - 0.6
Handlers, Equipuent Cleaners, Helpers, & - .. - o

Laborers N s 16.6 ‘ 14 - 16.9 » 2.2

Farming, Forestry, & Fishing - ’ 15.6 ‘12 . 1.0 - 1.6

'\‘b\‘ e ; . ﬁs,,: _ . _ . i . "‘ ‘ » - -\L

Source: U.S, Department -of Labor, BuFieau of Labor Statisties.
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TABLE 4

20 LEADING OCCUPATIONS OF EMPLOYED HOMEN-n1976, 1980, Apn 19811

Source°

.

AT L1976 1980 * "o L .
% 1. Secretaries ° 1. Se etaries | 1&
2. Sales Clerks, Retail Trade 2. Bo§§g§g£eraé Accounting and 2.
" u
N 3. Bcokkae ers Aceounting and 3. Sales C1erks, Retail Trade 3.
Audi ting Glerks -
3. Elementary Schcol Teachers 4, Cashiers : 4,
%. Waiters ‘g. Waiters 2.
. Cashiers . Registered Nurses .
B 7. Private Household Workers 7. Elementary School Teachers 7.
8. Registered Nurses 8. Frivate Household Workers = 8.
/
Q. Typists 9. Typists 9.
B 10. Nursing Aides, Orderlies and  10. Nursing Aides, Orderlies and 10.
' Attendants Attendants
11. Sewers and Stitchers 11. Sewers and Stitchers 1.
12. ‘Cooks Includigf Short Order 12. Cooks, Including Short Order 12.
12. Secondary School Teachers 12 Secondary School Teachers  13.
14. Assemblers . Assemblers ‘ 14.
15. Receptionists 12: Receptionists 13.
16. essers and 16. Buildigf Interior Cleaners 10.
Cosmetologists not elsewhére classified
2 17. Building Interior Cleaners, 17. Halrdressers and 17.
. " not elsswhere classified’ Commetologiats
18. rPackers and Wrappers, Except 18. Bank Tellers 18.
Meat and Produce
19. Food Counter and Fountdin 19. Cleaners and Servants, 19.
* _ “Workers Private Household
20. Checkers, Examiners, and 20. Crild Care Workers 20.
Inapeoﬁors, Manufacturing Private Household

~
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¢ el
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‘"Sedﬁ%taries o

-.-asw

Bookkagfers Aocounting and

Audd

Ragister

$lerks
Nurses

ElementaridSchool Teachers

Nursi

ea, Orderlies,
and.

ttendants

Sales Workers, Other Retail

. Commodities
Sales Supervisors and
ongrietors

Textile Seuing Haohine
Operators

Co2

Reoagﬁioniata

-

Care Horkeraa Except

Private Househol
Secondary School Teachers
Hairdressers and %

Commetologists -
Janitors and Cleaners

General 0ffice Clerks

Cleaners and Servants,
Private Household
Accountanta and Auditors

Compiled by the Woment's Bureah rrom data fram the Buraau of Labor statiatios.~
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& * LR INE-A [
T WOHEN AS A PERCENT dxc rom Engmmn BY bthEG'fED ocwmmns
= 1980 AND 1‘981; C

X

¥ i . i - .."
3

e e ' N - \':f .- . ::' -
7S 40cdupation T T . < “o198y - 1980
Lo~ _‘,:«vﬁ:‘i"* A
. i’ux'chasiug Managers ) 22.8 21.1
Accountants & Auditors 4o.9 37.9
Buyera, Wholesale & Retail Trade, .
except Farm ‘Products ja.2 hy.2
Architects 10.8 8.2
Engineers 6¢2 4.6
-Mathematical & Computer Scientists 30.7 26-.0
Registered Nurses %6.0 . 95.9
Physicians’ . -~ 16.0 13.3
Counselors, Education & Vocational 54.2 54,3
Economists 39.6 29.3
Lawyers 16.1 13.6
Engineering & Related Technicians )
& Technologists 18.3 16.4
Airplane Pilots & Navigators 2.1 1.
Computer Programmers - 35.4 31.1
Securities &-Financial Serviees Sales 23.9 18.5
Sales Workers, Apparel : 83.0 81.8
Administrative Support Supervisovs © 62.9 i I7.1
.Computer. Equipment. Dperators 64.7 59.0
T " Finaneidl Records Prapepsing - 90.0 88.4
. _Poliecs” & Detectives SR 10.8 7.8
-Bartenders - 48.9 43.8
- Cleaning & Buﬂding Sewice Supervisors = 38.0 28.0
Flectrical & Electroniec Equipment Repairers 5.8 T.7
Pracision Production Ocgupations 22.9° 17.8
Optical Goods Workers - 49.6- ~40.3
Electrical & Electronic
Equipment Assemblers 73.3 \ 76.0
Lathe & Turning Machine Operators 12.9 T - 8.6
Typesetters & Compositors 6T.4 55.7
Shoe Machine Opepators ‘ 7.5 . 74.0
Welders & Cutters- . T 4.7 5.5
ASBwblers - R 1!3.3 1"9.7
Production Testers ) 30.7 . 32.2.
Industrial Truck & Tractor -
Equipment Opérators 5.3 4.6
Lalnngm,_gmn&_cmmtruction 18.2 19,3

Souwrce: U.S. Department of Labor, Bureau of Labor Statistics, and U.S.
Department of Commerce, Bureau of the Census.
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,;;;'“ . ] TABLE 6

I - - COHPA,RISﬁH OF MEDIAN EARNI%‘S%O%%AR-RQUND FULL-TIME WORKERS

v R - -
“e Fal — -~
i

-

L, e T 0 Yomen's Peree:ﬁi Earnings' ' .
- - Median Earnings Earnings Earnings Men's Gap in .

- Gap in ‘as a- Earnings Constant
Currenf;  Percent Exceeded 1567 .
Year Women Men Dollars of Men's Women's Doilars
1983 - $13,915  $21,881  $7,966 63.6 57.2  $2,670
1982 ° 13,014 21,077 8,063 61.7 62.0 2,789
1981 12,001 20,260 - 8,259 59.2 68.8 3,032
1980 1,197 18,612 7,415 60.2 66.2 3,004 . 3
1979 - 10,151 17,014 6,863 59.7- 67.6 3,157
1978 9,350 15,730 6,380 - 594 © . 68.2 - 3,267
1977 8,618 14,626 6,008 . 58.9 69.7 3,310
1976 8,099 13,455 5,356 60.2 66.1 3,14
1975 7,504~ 12,758 ° 5,254 '58.8 70.0 3,259

[

Notes: Data are for persons 15 years and over beﬁinning with 1979.
. Prior to 1979, data are for persons 14 and over. Data
- refleot wage and salary income and earnings from self-
. employment. . -

Source: U.S. Department of Commerce, Bureau of the Census.




e ‘ ' - TABLE 7

'MEDIAN WEEKLY EARNINGS £~ FULL-TIME WAGE AND SALARY HORKERS
ANNUAL AVERAGE 1984

- . ] R : ) " Ratio Percent
( - ' . ) Female/ Fepale
-Ocoupation Men Women Male Horkers
Total $400 . 3259 . 64.8 13,7

Managerial and Professioral Spegialty ‘ 523 378 68.4 i1,

Executive, Administrative, & Hanagerial 358 " 63.0 33.
Professional ' Special ty 53" 394 73.8 5
" Technical, Sales, & Administrative Support 401 256 63.4 644
Teehnicians and Related Support u81 -212 Gg.g 48,1
Sales Occugg ons 303 12 2 . 47.9
Administrative Support, Including Clerical 380 257 . 7.6 79.9
Service Occupations . 25 180 5 6028
' Private Hg%sehold - 20 130 22.5 .2
Protective Service 3178 288 - 56.2 2.8

~ Other Service Occupations 22} 182 1.3 .
Precision Prodﬁotion, Craft, & Repair 401 254 63.3 8.5
Opeggtgis, gabrigatorsk &eLgfgrers& 321 + 209 65.1 26.0

2 ) ators, Assemblers !
cIngpec ors ’ ! 331 208 » 62.8 R ') S
Eragfpogtagégg & ggtgiéal ¥OViﬁa1 N ‘ 354 253 71.5 ' 8.3
andler e aners ars

Labordrs. ST » RERRRS, . 258 207 8.2 16.6
Farming,_gorestry, & Fishing ) 205 Lk & S 8.3 15.6

. Source: U,S. Department of Labor, Bureau of Labor Statistics.
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TABLE 8

+

EMPLOYMENT STATUS OF HO?EN, AGE 16 AND OVER, BY RACE, 1975 AND 1984

Numbers in Thousands)

=)

. Percent
Employment Status 1984 1975 Change
All Women o
Civilian Noninstitutional Population ,32,738 80,860 1ll.g
Civilian Labor Force 9,7 g 37 275 3a.
Percent of Population 53. 4 <3 m——
Unespyoyed - i 3 %l
Unempl oyment Rate 776 9.3 —
White Women o )
Civilian Noninstitutional Population 39,621! 30,810 12.4
. . Civilian Labor Force 2,431 2,508 30.5
Percent of Population 583 5.% -
Tnesploved B9 I B3
pUnemployment Rate 'Z.S 'gé ——
Black and Other Minority Women
Civilian Noninstitutional Population 13,154 10,052 20.9
Civilian Labor Force 7,279 4,97 46.5
Percent of Population s.g ha.y ——
Unenpioyed i 1,022 692 4.7
Unemployment Rato {14.0 13.9 —-————
Black Women '
Civilian Noninstitutional Population 10,694 8,691 23.0
Civilian Labor Force 5,907 4,247 29.1
Percent of Population ‘55.2 t’sa.g - voms e
Emploied 4,995 3,61 8.1
. Unenployed 911 62 4.8
Unemploynment Rate 15.4 14, e o

Source: U.S. Department of Labor, Bureau of Labor Statistics.
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“ TABLE 9

EMPLOYMENT STATUS OF HISPANIC WOMEN, AGE 16 AND OVER, 1976 AND 1984

(Numbers in Thousands)

L d

Employment Status -

Percent
Change

All Women

Civilian Noninstitutional Population
Civilian Labor Force
Percent of Population
Employed
Unemployed ’
Unemployment Rate

All Hispanic Women

Civilian Noninstitutional Population
Civilian Labor Force
Percent of Population
Employed
Unenployed .
Unemployment Rate

Mexican~-Origin Women

Civilian Noninstitutional Population
Civilian Labor Force -
Percent of Population
Employed
Unenployed
Unemployment Rate

Puerto Rican-Origin Women

Civilian Noninstitutional Population
Civilian Labor Force
Percent of Population
Emploied
oyed

Unemp
o Uneuployment Rate
Cuban~Origin Wemen

Civilian Noninstitutional Population
Civilian Labor Force
Percent of Population
Employed
Unemployed
Unemployment Rate

-

¢ OWIl* A (D
WO Ched OO

w
el An o
BRI EHR

—

12.6
27.5

28.9
12.

y2,
60.

683

47.9
66.5
71.0
36.1

5.8
1.7

. o s

63.6
48.3

16.

3128

-t
Source: U,S. Department of Labor, Bureau of
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TABLE 10
. CIVILIAN LABQR FORCE PARTICIPATION RATES, BY AGE GRCUP, 1975 AND 1984

- | . - Black and )

- Other Minority -

Total Women White Homen Women Total Men |

- N SEEE——

Age Group 1984 1975 1984 1975 1984 - 1975 1984 1975
16 years and over 53.6  46.3 53.3 459 553  49.4 6.4 7.9
16=19 years 51.8 §9.1 55.4 51.5 35.5 35.6 56.0 59.1

© 20-2 years 704 641 725 654  60.5  56.3 85.0  8Y.6
25-29 years T0.4  57.0 708 56.0 68.4 63.6 93.6 9.5
30-34 years 69.1 4 51.7  68.8 '50.6 70.6 58.8 95.1  96.3]

' 35-39 years 70.2 509 695  53.T 74,0  62.T 95.6  96.2
40~44 years 70.1° 56.8 69.7 56.2 72.3 . . 60.7 95.1  95.2
45-49 years 66.2 55.9 66.1 55.4 67.3 59.9 93.3 9.1
50-54 years 59.4 53.3 59.3 53.3  60.0  53.4 88.9 90.1!
55-59 years 49.8  UT.9  H9H . W75 53.0 52.1 8n.2 - au.ni%
60-64 years 33.4 333 329 33.2 37.4 34.6 56.1  65.7

65 and over 75 8.2 7.5 8.0 8.2  10.5 16.3 217

Seurce: U.S. Department of Labor, Bureau of Labox: Statistics.
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TABLE 11
LABOR FORCE ESTATUS OF WQMEN, AGIE':! A%&l T?ggﬁ, BY YEARS OF .?BHOOL C_:OHH.ETED
: (Numbers in Thousands)

: Pércent Percent
Labor Force Status and

* - Of . or
Years of School Completed - Total Total - Wonen Wonmen
Civilian Noninstitutional Population 11%,29% 100.0 58,801 100.
Elementary: 8 years or less 16,61 9.8 5, gg 8.
Heh scoct: | £2 5 vehs LG i
- ears o . .
College: 1 1o 3 yoars 13:6g8 17.2 mﬁgo 17
4 years or more 24,232 21.3 10,3 % 11.
Civilian Labor Force . 86,001  100.0 3;{,2314 " 100.
Elementary: 8 years or less 3,818 ‘6.8 ,g1£ 5.
High school: 1 to 3 years ,gus 'g.g é, 7 ﬁ.
4 {ears only 34,603 %0. 1 ,gog 44,
College: 1 to 3 years ’ 15,812 18.4 g, 35 18.
4 years or more 21,223 ~24.T. 0 21.
Labor Force Participation Rate 72.2 - 63.2
Elementary: 8 years or lesaa ’ 2 . 7.9
High school: 1 to 3 years 4.7 4 o1
y zears only 53.9 .g
Collega: 1 to 3 years 0.2 69.
' I years or more 87. _78.0
Employed . b 80,36 100.0 34,953  100.0
egentary: 8 years or leas 5:1&3 0.4 1:291 §.8
High school: 1 to 3 years g,h&B . ,gzg g.g
college: 1 lobvears - meh 8@ 'R io
= 4 years or more 20:355 25.7 7:838 22.5
Unenployed 5,635 100.0 2,280 100.0
Elgmeitany: 8 years or leas "67 12.0 "224 9.8
High school: 1} to 3 years 1,0 18.7 401 17.
Golle o 1 yos ony 35 7 TR 183
- 4 years or more 5 é 10:{ 315 9:2
Unemployment Rate 6.6 6.1
Elementary: 8 iears or losa 11.6 11.8
High achool: | to 3 years 12.4 11.%
- 4 gears only 7.2 6.3
Collegn: 1 to 3 yeara 5.; 5.;
] y@ars or more 2. 2.

Source: U.S. Department of'Labor, Bureau of Labor Statiatiea.

9
>
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’ : TOTAL ENROLLMENT IN INSTITUTIONS OF HIGHER EDUCATION IN SELECTED "
’ | wea‘nm.ns 0F STUDY, BY SEX, FALL 1976 AND 1980 |

1976 , . 1580

Selected Hajor Field of Study Total Hon Women Total Men  -Women .
Totals

) - %ﬁﬁgn 3,1'0125137 5.81052?8 5,2015{}3 12'096§8?5 5,874&:{“ 6,22255?1’ 1

Agriculture and Natural Resources: .
e T T B R R I )

*

Parcent Co - -
Ax'clzétaeture and Enviromiental Doxdgn:

webor 58,79% 2,845 15,951 4,611 51,884 22
Fercent 2067 St %3373 el ° 89.5 é’(,)?g
Biojogical Soioncos: .
Hu=ber 318,042 189,808 128,234 - 270,419 142,636 127,763
Foroent 100.0 59.7 - 103 100.0 4277 k7.3 ]
r . N mop Maragemant. 1,281,788  €60,13% 421,654 1,661, 919 742,348 ¥ ]
- Percent : 201805 671 3209 ' 180% . 4371 i
‘ ) Pentistry: S :
- = Huzmbor 20,272 18 on 2223 22,668 18,812 3,856
' Engireorine: 140.9 89. 18 Ttbo.o - 3.0 1750
mber - 551,753 417,200 5,5 616,234 8,820 §1y
, ‘ge‘?'cogt *160:3 8% 3R 165°0. 5? oA THdls
- W ebar . 119,581 88,679 30,902 118,993  78,565° 40,24
E }5 digfﬁgant - 10000 ‘71102 25'8 100.0 66.0‘ 3“.0
: O amrer 8,08 35,14 12,94 ¢ Th,132 0 19,072 .
| Pernent 5160.3 5'}7.'? : .aég.g 11605 -55'}?33 95.5'.’7
| Py e p o Lencna: 68,352 127 36,94 173,356 125,501 47,76
P e T3 33°8 8% P2 31%
,é Yotordn v Modioing: - )
| Jumber 6,126 5,425 1,701 8,164 4,980 3,184
4y Eoreont _ oo iz 278 . 1bo.o - 610 39.0
| Euzber 8,367,580 3,890,964 4,476,616 ~ 8,932,711 3,840,624 5,002,0
Forcont - 3 '1’60.9 30N MR BTl '3 L EN 5020 %
Q Sourco: Digest of Educa;;ion Statistics, 1983-84, National Conter forEducation Statiatics, —
L EMC o - ) . : - ) : . - .
‘ A et s ’ ’ . il . §
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' T TABLE 13
N BACHELOR'S, -+ 3TER'S, AND DOCTOR'S DEGREES CONFERRED
> ) 3Y INSTITUTIONS O 1IGHER EDUCATION AND SELECTED FIELDS OF STUDY .
~° . o 1983-84 . . -~
) - 4 hy .
® .- N ] . . ;
o ! Bachelor's. Degrees Master's Degrees Doctor's Degrees 5
" . :
Field of Study Women -~ Men Women Men Women Men
. ’ ' ' A 1 ) N ’ . ﬁ N
.~ Agriculture and Natural Resources. 6,732 15,154 942 3,061 127 940
Architecture and Envirommental Design 2,655 6,800 919 2,234 20 73
Area Studies ) 1,554 1,031 383 .359 57 100
! Biological Sciences . 19,067 24,149 2,324 3,654 1,052 2,666 |
o Business and Management . 73,806° 127,070 14,513 43,505 125 720 |
v Communiq,agions 17,103 14,179 1,657 - 1,448 . 75 107 1
! . Computer. apd Information Sciences 4,919 10,202 971 3,247 %5 -2 |
Education 81,19% 27,069 70,301 28,080 ‘3,736 4,164
Engi neering 7,699 67,301 13,622 15,347 104 2,457 o
Fine and Applied Arts . ’ 25,681 14,798 . 4,573 4,086 258 - 396 o
Foreign Languages 7,799 2,520 1,410 694 © 314 274
Heal th Professions 53,130 10,519 12,199 = 4,316 367 475
Home Economics ' 17,454 916, 2,318 252 167 78
Law ' . 388 388 326 - 1,506 4 56
Letters - 23,921 16,07 5,072 . 3,229 780 1,010
Library Science . 353 . 22 4,018 811 40 31
Mathematics 4,736 6,342 875 1,692 M4 |, 614
Physical Seciences 55,888 18,064 1,084 4,200 2,765 316 -
Psychology 26,538 14,295 k640 - 3,358 1,274 1,681
Public Affairs and Services 21,045 15,266 11,117 8,957 173 260
- Social Sciences - - . 44,491 15,156 4,475 7,442 8ur 2,272
Theology 1,483 4,358 1,419 2,801 101 1,175
Source: Digest of Education Statistics, 1983-84, Natiomal Center for Education Statistics.
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Jo ‘TABLE 14 .
LABOR FOKCE PARTICIPATION RATES OF WOMEN AGE 16 AND ovsn,
. BY MARITAL ST““’%#’;D Aggn;ngzggn AND AGE or CHILDREN,

7y

-

Marital Status and Presence ‘ :
and Age of Children T 1984 1975 -

-

. . Total Women ‘
No children under 18 ears old
With children v der 18 years old-
Chil ‘ Z years old -none younger
dx’en u .r ears old’
Children under 3 years old -

Never Married Women
T No children under 18 years old
With children under 18 years old
Children 6 to 17 years old, none younger
Children under' ears ol -
Childreéen under years old ;

4=
&1
o

w

- e @ « »
=iy
' K
SNl
Lo
=20 O

(%))
(=}

e o ¢.0 o o

Ui -3 O

L4

- QoY QOO N

Married Women, Husband Present
No children under 18 years old
With children. un der 18 years old
Children 6 1Z years old none younger
Children under ears ol
Children under 3 years old

Married Women, Husband Absent
No children under 18 years old
Hith childran under 1 year]s:dold -
- ears o none younger
- Children undenxg years old youngs
) Children under 3 years old

Widowed Homen
No children under 18 years old
With chil“dmmunder 14 years old
* Children 6 1Z years old, none yourger
Children under ears old . -
Children under 3 years old a

Divorced Homen ; -
No children under 18 years old
With childre under 18 years old ¢
Children Z years old, none younger
Children und er ears ol
- Children under 3 years old

.,
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' ® Data not _shown where base is less than T5,000.
Source: U.S. Deparunent: of Labor, Bureau of Labor Statistios.
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TABLE 15

EARNERS IN FAMILIES, BY RELATIONSHIP
1975, 1980, AND 1984 -
{Rumbers in_Thousands)

Family Type - . . 1984 - 1980 1975
e ) 113 -8,
Total n _ 50,143 49,3 16. 47,878
No Earners - : 6,579 5,903 4,943
One Earner ; 13,680 13,900 - 16,217
" Husband , . . 71,094 1 ‘_1,521 C 14,343
Rife 1,944 “ 1,707 1,394 .
Other Family Member- 642 573 481
Two Earners . : 23,061 22,446 20,239
Husband and Wife - .20,387 19,742 . 17,204
. Husbarid and Other Family Hember 2,098 2,285 2,652
Husband Is not an Earner - 576 419 383
Threé or More Earners ’ 6,823.-- 7,067 6,478 )
Husband and Wife ° ©5,TH 5,815 5:134
Husband an Earner, not Hif‘e ’ 884 1,095 1,209
Husband Is not an Earner ~ 198 157" 137
Other Fapilies
Maintained by Women# 10,265 9,416 7,587
No Earners 2,749 2,216 2,007
One Earner . 4,788 4,612 3,597
Householder 3,745 3,620 2,713
Other Family Member 1,01l3 : 992 883
TWwo or more earners 2,729 2,589 1,984
Householder and Other Family Membor 2,459 2,269 ,732
. - Householder Is not an Earner 270 320 250
Maintained by Men* - ; 2,093 1,969 1,460
‘ No Earners 275 244 176
One Earner y 980 891 696,
Houeholder "~ 808 ., 726 522
Other Family Member 172 165 174 I
Two or-more Earners ' 838 835 588 '
Householder and Other Family Member 797 792 550
Householder Is not an Earner 41 43 38 .

-

% Families maintained by widowed, divorced, separated, or single

persons, .

Source: U S. Department o{ Labox-, Bureau of Lator Statistics.

w
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- o TABLE 16 ‘ , S , .
_LABOR FORCE STATUS OF WOMEN WHO MAINTAIN FAMILIES, 4975 AND 1984
. .- . (Numbers in Thousands) . .
‘- _ Percen
. . g ) Cha .
Labor Fopge Status- . 1984 19757 1975-198Y4, °
Civilian Noninstitutional Population 10,26 6 9.1 .
Civilian Labor Force P 8 '25 ;’%gz 58 6
Percent of Population 50, 51, ————
Employed 5,54 33811 ] SH.Z
Unenployed : 707 03 5. y
: ‘Unemployment Rate 11.3 10.1 \ mee- -
" Not in the Labor Force 4,012 3,339 20.2

Source: U.S. Department of Labor, Bureau of Labor Stét:?.iks.




TABLE 17
SELECTED CHARACTERISTICS OF WOMERL MAINTADIING FAMILIES

(Numbers in Thousands)

e d]

Civilian Fo Labor Force
Noninstitutional Participation
Population Rate
Characteristics ' 1983 A975 - 1983 1975 -
Total Homen Maintaining -
Families 9,828 7,326 59.6 54.4
Never Married 1,823 932 ~ 55.8 53.6
Soprated HoR O C
. Divorced 3:215 2:1% , %8: %:9
Median Age .- 41.1 1!3:.5 - ———
. With No Children Under : , )
Age 18 3'788\ . 2,861 u?.g u5.7
With Childx'en N
. Ages 6 %o 17 only 3,746 2,661  The2 66.3
White 6,783 5,254 60.5 55.7
Black 2h08 757 1 - Re -
Hispanic . 800 71 9.0 3.5

Source: U.S, Department of Lab'or, Bureau of Labor Statistioes.
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TABLE 18
_CIVILIAN LABOR FORCE, BY SEX, AGE, AND RACE _
197 Brosb

WE

TION TO 1995 -

5 AND 1984 AND MIDDLE GROWTH

- 1995

Participation Rate

Labor Force  (In Thousands)

1975 1984

1984 - _ 1995

1975

Labor Group

61.2

113,544

©

L 4
b~
(V)

64.4

131,387

93,775

Total, age 16 and over
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IS

'~ XEY PROVISIONS IN FEDERAL LEJISLATION AND REGULATIONS
AFFECTING WOMEN DURING THE DECADR

1975 EMERGENCY COMPENSATION AND SPECIAL UNEMPLOYMENT ASSISTANCE

Legislation increasing eligibility for supplemental unemployment

. insurance assistance bsnefits for persons not otherwise covered

, - by State unemployment insurance laws, such as persons employed
-~ in private household, service.

Legislation permitting women to apply for appointment to the
Army, Navy, and Air Force Academies. ) :

Legislation increasing the availability of income tax deductions
for child and dependent care expenses.

SOCIAL SERVICES AMENDMENTS OF 19734 . ,
Legislation to permit garnishment of Federal wages and retire-
ment benefits 'for purposes of child support and alimony.

’
A}

a6 U.N, CONVENTION ON POLITICAL RIGHTS OF WOMEN AND INTER~AMERICAN
CONVENTTON ON GRANTING. POLITICAL RIGHIS TO WOMEN -
U.S. Senate consent to the ratification of the U,N. Convention
on Political Rights of Women, pending since 1963, and the Inter-
American Convention on Granting Political Rights to Women,
pending since 1949.

UNEMPI.OYMENT COMPENSATTON AMENDMENTS OF 1976
Unemployment insurance legislation providing that States could

nut deny benefits solely on the basis of pregnancy and requiring
coverage of many private household workers. ‘

LRY

Legislation authorizing Federal grants to extend, improve, -and
maintain programs of vocational education to overcome sex dis-
crimination and sex stereotyping, providing for the funding of
activities such as the training of counselors in the changihg
work patterns of women and ways of overcoming occupational sex
. stereotyping; and authorizing the funding of the developmment of
instructional materials to eliminate zex stereotyping, voca-
- tional education for displaced homemakers, day care services,
e — and-provisionof stipends—and-support—services-for woren—-— ——

'EI{ILC | : RL s
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IAX REFORM ACT OF 1976

Legislation providing for individual retirement accounts for
nonworking spouses of eligible workers; increasing the "marital
deduction, ™ enabling an individual to leave $250,000 to a sur-
viving spouse free of estate taxes and to reduce gift tax rates
on interspousal gifts; and changing the tax deduction for child
care tqQ a tax credit of 20 percent of the employment-related
expenses for care of a child, eliminating the income limit, and
extending coverage to married couples where one spouse works
part-time or is a student and to separated or divorced parents

with custody of a child or children,

-~

IAX REDUCTION ND SIMPLIFTCATION ACT OF 1977

Legislation zullowing tax deductions for expenses for use or any
portion of a dwelling unit in trade or business providing day
care ;ervices. .

Legislation requiring the Secretary of Det‘ense to submit to
Congress a definition of the term "eombat,? together with recom1

mendations on expanding Job classifications in the mil‘:[.tary\,‘

services to which women may be assigned. = - \

Legislation requiring avery State desiring funds under the
Career Education Incentive Act to have a staff member experi-
enced in the' problems of discrimination and stereotyping in
career’ education on their State- education agency staff. R

SOCTAL SECURITY AMENDMENTS OF 1977 )

Legislation reducing from 20 to 10 Years the length a marriage
had to have lasted for a surviving spouse or a divorced wife to
ba eligible for benefits on her former husband's earnings record
under the Social Security aystem; eliminating the 50 percent
reduction in benefits to certain widows and widowers who remarry
af'ter age 60; extending the delayed retirement credit to widows
and widowers; and requiring a Federal government study of
gender-based distinctions in the Social Security program.

-~

PUBLIC LAW 95-317 )

Legislation allowing Federal civil service annuitants the right
to elect within one year after remarriage whether such-annui-
tant's new spouse should be entitled to a survivor's annuity.

-
~

\

|
t

CAREER EDUCATION THCENTIVE ACT S

T
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|
MPREHENSIVE EMPLOYMENT AND TRAINTNG 2 : |
Legialation reauthorizing Federal grants for employment and i

for upward mobility, the provision of supportive services such

training programs serving econamically disadvantaged individ-
uals; required that services be provided to significant segments
of. the population with severe barriers to employment due to sex,.
age, race, and national origin; targeted specific groupe with
special needs for services, such as "displaced homemak&s,"
welfare recipients, single parents, and womsn; addressed speci-
fically the elimination of sex stereotyping in jobs, the need

"and activities which tend to integrate women into the national

_ economies of developing countries and the improvement of women's

. BQUAL_RIGHTS AMENDMENT

as day care, and the need for part-time and flexible work
schedules. ‘ _ .

Legislation providing that the Peace Corps 1s to be administered
so as to give "particular attention to those ‘orograms, projects,

.econcmies of developing countries.t e e
FEDERAL EMPLOYEES FLEXIBLE AND COMPRESSED WORK SCHEDULES ACT
Legislation permitting Federal agencies to expepiment with flex-
ible and compr-essed work schedules,

MWML_“_—__LENMM

Legislation reinstating full survivor benefits to a military
widow who remarries after age 60 and increasing benef'its for
certain survivors.

ned
m

JINTFRNATIONAL DEVELOPMENT AND FOOD ASSISTAMCE ACT OF 1978
Legislation requiring that U.S. bilateral development asaistance
encourage and promote the participation of women in the national

status as an important means of promoting the total development
effort, .

Legislation to extend the time for ratification of the Equal
Righta Amendment by State legislatures.

REVENUE ACT OF 1978 ‘ .
Legislation permitting a taxpayer to claim a tax credit for
wages paid to certain related individuals for child care.

PUBLIC LAW 95-366 ’

Legislation authcrizing the Federal government to pay annuities
to ex-spouses of retired Federal employees covered by the Civil
Service Retirement System, when such payment is made in compli-
ance with terms of a court-approved decrse of divorcae, annul-
ment, or legal separation.




2

DEPARIMENT OF DEFENSE APPROFRIATION AUTHORIZATION ACT
Legislation permitting wonmen to be assigned to permanent duty on
U.S. Navy noncombat vessels and temporary duty aboard ccmban
- vessels.

-  OF 1978
Legiasiation requiring Federal agencies to set ennual goals for

aestablishing or converting pecsitions ror part-time career
emplcyment.

-

PREGNANCY DISCRIMINATION ACT OF 1978

Legislation requiring that women. affeoted by prognancy, cbild-
birth or related medical conditions b6 treated the same for all
enployment-related purposes as non-pregnant persons who are
similar in their ability or inability to werk.

EQUAL EMPLOYMENT OPPORTUNITY IN APPRENTICESHIP AND TRAINTNG
Anendnent of U.S. Department of Labor regulations concerning
equal employment cpportuaity in apprenticeship and training to
include spscifac provis:.o’ns requiring affircative aotion for
wanen. .

CONSTRUCTION INDUSTRY - .
Department of Labor notice establishing goals and timuetubles for
female aud mincrity utilization for Federal goverment construc-
tion contractors and subcontraotors. .
Federal guidelines on affirmative aoction clarifying the kinds of
voluntary actions to improve employment cpportunities for pre-

_viousaly excludad sroupa that are appropriate under Fedsral law.

PUBLIC LAW 96-391
Legislation requiring notification of the apouse if a Federal
govemnent employee cleots not to provide swvivor benofits.

*

Guidelines re-affirming that sexual harassment is an' unlawful

employment practice, describing under what ciroumatances cortain
conduct corstitutes assxual ,harassment, and deasoribing employer
responsibility. &




EQREIGH SERVICE _ACT = ‘
Legislation entitling a divoreed spouse of a Forelgn Sorvice
employee, mapried 10 yeara or more, to & pro rata share of tho
caployee?s retirement aad aurviver tencfits, aubjeot £ cowrt
review, nodification, or rejection, and requiking the joint
eleaction in writing of a meaber participant and a spouse (o
former apouse married to the membor 10 yoars or more) for ithe
waiver or reduction of a8 awvivor's aunuity.

EMPLOYMENT OF HOMEMORKERS T, CERTAIN INMOSIRIES
Regulations 1ifting restrictiona on industrial hemcwerk in tho
knitted outervear industry. N )

ECONOMIC RECOVERY TAX ACT OF 1981 ) ’

Leginlation that (1) increases to 30 percont (froa 20 percont)
the tax oredit for ohild avd dependent care exponces related to
employzent for taxpayers earaing 310,000 per year or leas, (2)
inocreases the maximun amount of expenditures for child and
dependent care, for each of the taxpayerts first tvo dependonts,
(3) provides that qualified employer-provided child care bere-
fits will not bo inocludsd in an eiployce’s gross incomo for tax
purposes. : -
Logialstion making all workers eligible for Individual Rotiro-
mont Accounts (IRA'a) rogardless of eliglbility for employer-
sponsored pension plans, increasing the limit for a spousal IRA,
. deleting the prévicus requircment that contributions under a
apousal IRA bo cqually divided, nzd allowing an individual a tax
doduction For contributions made to a apousal IRA after divores.

Logislation providing that nearly all transfors to a surviving
spouse will bo free from Foderal ostate and gift taxea, °

\ -

J0B TRADMXNG PARTHEBSHIP ACT QF 1962 ' .
Legimlation authorizing Faderpl grants to States r!;' eaployoent
and training programs; replaccd tho Cmprchonsive Exploymont and
Training Act; gave the private soctor oqual autherity with thelr

public partpors over all aspecks of tho programs; provided for
services to cconoaicarly disadvantaged irividudls ard thomw
with sorious bavriery to esployment, such as Ald to Fomilies
with Depondent Children rcoipionts, achool ‘dropduts, displaced
hememakers, and teepmage paronts; required the dovelopzmont of
prograns to overcomo £ix stereotyping in nontraditional ogoui-
tions.
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Logisliatisn to perait former spouses of Central Intelligence
Agoney porsounel to recoive a pro rata share of such personnel's

rotirecent and supwiver tenefita,

3 ‘NS

Logislation (1) allowing State courts to conaider military

. rotirement bogefits as wmarital property subject to division i

divorce settlements, {2) authorizing military health care, post
cxchange and conmisary privileges for certaln unremarried former
apousas, and (3) permitting nilitary members and rotirees to
assign swrvivor bonefita to an alroeady diverced spouse.

- CIUAT

Loginlation liboralizing benofits for divorced spouses, survive
ing apouses, and divorced and dimablded surviving spouses and
requiring a Federal study on tho iuplemantation of carninga-

:-harin&o ’ -

BAILROAD RETIREMZT SOLVENCY ACT OF 1983
Logislation allosing courts to includs cortain railroad retire-
zant barnfits in proporty cottlcaents in divorce procoedings,

CIVIL. SERVICE SIQUS _ACT_QF 1988

Logialation (1} pormitting former spouses of Federal civil
service cuployecs to oblain surviver bomefits either by volun-
tary dosignation of - rotdring Fodoral employce or annuitant or
pursuant to the terns of any docree of divores or annulpent or
any ourt ordar or court-approved proporty sattlement agrecment
incfdent 1o tho decrce, (2) making survivor benefits for aspouses

of Fodoral civil smervico coployees mandatory unless both agree’

in writing to waive the benefits, and (3) permitting cortain
nrresarricd ox-spoussz to continud p:xrueipation in the Federal
Eaployac Hendth Bonsfita Fropgron.

Logislation ostadliching ALr Forcoo acocsasdon goals for wveomen and
containing various pecyisions to orphance penaion and other bene-
fits -for ailitary apousas and foroor spousca.

wg
s

RERLCIT REDUCTION ACL QF 19083 :

Logialation oxtending the Targotsed Jobs Tax Credit, modifying
ecortain aspaoto of the Ald to Fandlies with Dopondont Childron
and York Iacestive programs, eand oxecluding day care provided as
1 borefit undor 2 cafoteria plon fron taxztion 83 incoma.
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C
Legislation proyiding f'or set-asides for special projects for
underrepresented and underserved populations, including
"females, " from funds provided to State e‘meational agencies to
improve education in mathematies, science, foreign 1anguages,
and computer education. . .
Legislation amending Employee Retirement Income Security Act and
the Internal Revenue Code to remove difficulties faced by women

both in earning their oun penaion ané in reeeiving retirement
inceome as widows and divor'cees.

Legislation authorizing the Secretary of the Department of
Health and Human Services to make grants to States for the
establishment and expansion of State and local dependent care
resource and referral systems and before and after~school child
care services, . ~

s -

CARL D, PERKINS VOCATIONAL EDUCATION ACT OF j984.

Legisliation reauthorizing Federal funding for vocational educa-
tion through Fiscal Year 1989; targeting dver half of the funds
allécated to States for programs for special needs groups such
as single parents and homemakers; and strengthening the role of
State sex equity coordinators and giving them responsibility for
administering new programs for single parents, homemakers, and
young women. \
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